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FORMATION OF A MULTILEVEL
SYSTEM OF HUMAN CAPITAL
MEASUREMENT INDICATORS

O6’cxmom docaiddcenns € SUMIPIOBaNHs J00CHK020 Kanimany nionpuemcmea. Bucmynaiouu nouamxosum
emanom ynpasiinus OAHUM Kanimaiom, npouec UMIPISAHHS Y HUHIUHbOMY 8UIA0] XaPAKMEPUIYEMbCS HASIG-
Hicmio cymmesux Hayxosux npozaiut. Ceped 0CHOBHUX — BY3bKe KOO eIeMEHMI8 TH00CbK020 Kanimaiy 0is eumi-
PI0BAIsL, 0OMENCEHICMb XAPAKMEPUCTIUK 34 OKPEMUMU eLeMEeHMaMU Kanimany, 6ubip ocmaniix 6e3 naieicnozo
06TPYHMY AL, OMOMONCHEHIA NPOULCIE GUMIPIOBANHA MA OUiNI06aNHs mowuo. Becmanosaeno, wo sbepecenis
Gi03HAUEHUX NPOZANUN 3A2POINCYE BI3HECY NPUIHAMMAM HeOOTPYHMOBANUX YNPACIIHCOKUX PIlles, HACTIOKOM
4020 GUCTYNAMUME YNOBLILHENH POZCUMKY N100CHKO20 KANTMALY NPU NOZIPUATHT AKICHUX XAPAKMEPUCTIUK A6O
Haeimo 1ozo empama.

Busnauena neobxionicmu uimxozo po3mexncyeaniis sMiCmosHocmi i pesyivmamie sUMIPIOGaHIs Ma OULHIOBANSL
00CHK020 Kanimany sx CYMiNCHUX NPouecié €0unozo ynpasiincvkozo konwmypy. Ilpedcmasiena kiacugikauis
NOKAZHUKIE GUMIDIOGANHS TI00CVKOZ0 KANIMALY NIONPUEMCMEA, WO Y KOMNIEKCI 8idobpaxcae 3a0anms 0amnozo
npoyecy ma nompebye Qopmysais cucmemu 6ionosioHUx noKasnukie. Busnaveno 6umozu 0o cucmemu noKasHuKie
BUMIPIOBANHS I00CHK020 Kanimaiy nionpuemcmea ma ii pieni, ix 6ionosionicmv cmadism 6iomeopenis 0amozo
kanimany. /[oeedena 0ouibHiCb GUOKDEMAEHIS OKPEMUX NIOCUCTNEM 34 eLeMEHMAMU JI00CHK020 Kanimaiy nio-
npuemcmea ma 3acobamu 3abesneuenns GYHKUIonYeanns uux niocucmem, wo 6ionosioae apximexmoniyi 0amnozo
Kanimaiy ma o6’cKxmam YynpasiincoKoz0 eNniUGY.

O6rpynmosano Hanosuenicmy nidcucmem GUMIPI0BANHs T0OCHK020 KANIMAaiy nionpucmcmea 3a eiemenmami
<KAniman oceimus», <Kanimai 3a0X0UeHis>, <KAnimai MOOIIbHOCTI>, <Kaniman 300p06’s», <Kanimai Kyivmy-
pu» ma y po3pisi 3acobie sabdesneuenns GYHKUIONYEANH GI03HAUCHUX eeMEeHMIE. 3anponorosano npouedypy
BUMIDIOBAHHSL TH0O0CHK020 KANIMALY NIONPUEMCMBA 3G KOMNIEKCHUMU 1 3A2aTbHUMU NOKASHUKAMU 11020 CMAHY Ma
NOKA3HUKAMU ePEeXMUBHOCMI 11020 BUKOPUCTAHHSL.

Peanizauis na npaxmuuyi po3podienux nponosunit 003605 nocaidosHo i noziubieno idenmudixysamu cman
JI00CHK020 Kanimaiy nionpuemcmea, poseumox 3acodis sabesneuenis PynKyionyeanis ozo OKpemux nidcucme,
eexmusHicms UKOPUCTANNSL CYKYNHO20 100cbKkozo Kanimany. Ha eiominy 6id ananozivnux eidomux memoodis
3anponoHosani nioxoou cmeoprmo niorpyHmst dis NOOAILUL0Z0 KOMNIEKCHOZ0 OUIHIOBAHHSL K XAPAKMEPUCTIUK
J00CHK020 KANIMany, max i ajicenis ynpasiinms Hum.

Kmouogi cnosa: 110dcoruil kaniman nionpuemcemaa, 6azamopisnesa cucmema noKA3HUKIS, 3acobu 3abe3nevenis
pynxyionysamnusi.

Voloshyna S.

1. Introduction

The success of Ukraine in the implementation of social
and economic development tasks and its integration into
the world community depends to a decisive degree on the
decision of all subjects of economic relations to effectively
manage human capital. The latter in the conditions of
spreading the knowledge economy around the world is
considered the main criterion of the country’s economic
development and competitiveness, a priority factor in the
economic activity of business entities and the comprehensive
development of the individual. Low development of human
capital as a result of poor management of it is the reason
for the low level of wages, its significant differentiation,
rapid labor migration, social tension in society and other
problems, well-known Ukrainian.

Therefore, the study of issues related to ensuring a tar-
geted impact on the characteristics of human capital and
the conditions for its effective use, in a condensed version,
reflects the main task of management, is an extremely
topical direction of scientific research. The urgency of

overcoming the problematic aspects in the management
of human capital is growing at the micro level, which is
formed by enterprises and workers, who respectively are
consumers and bearers of human capital. Meanwhile, the
enterprise itself is mainly a place for direct interaction
of these economic entities and the realization of their
interests. Therefore, the question of studying the processes
of human capital management, the main ones of which
are measurement, assessment, planning and control, are
extremely important for the enterprise, form the basis
of the national economy. Moreover, management effec-
tiveness is ensured at each of the above stages, requires
perfection of the scientific and methodological approaches
used, their understanding by business and its compliance
with its tasks.

2. The ohject of research
and its technological audit

The object of research is the measurement of human
capital. Acting as the initial stage of managing this capital,
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the measurement process in its current form is characte-
rized by the presence of significant scientific gaps:

— anarrow range of elements of capital for measurement;

— limited characteristics of individual elements of capital;

— choice of the latter without proper justification;

— preferential application of cost indicators;

— identification of measurement and evaluation pro-

cesses like that.

Preservation of these gaps in methodological approaches
threatens business by adopting unjustified managerial deci-
sions, which will result in a slowdown in the development
of human capital with deteriorating quality characteristics
or even its loss.

3. The aim and ohjectives of research

The aim of research is development of scientific and
methodological approaches to measuring the human capital
of an enterprise based on the rationale for a multi-level
system of indicators of the given managerial process. Achie-
ving this goal implies the solution of the following tasks:

1. Define the requirements for the development of
a system of indicators of measuring the human capital of
an enterprise, its content and hierarchical composition.

2. Prove the fullness of the metrics subsystems with
the selected levels.

4. Research of existing solutions
of the prohlem

Human capital is a reflection of man’s productive abili-
ties to work, which bring income to its owner and other
economic subjects involved in its reproduction. However,
at present there are no unified approaches to its mea-
surement and further evaluation through the operation
of a number of factors. These include: the complexity of
this category, the diversity of opinions on the elemental
composition and results of use, the multiplicity of mea-
surement procedures and the like.

For a long time, scientific controversy has continued
about the priority and importance of approaches to mea-
suring human capital. So, in work [1] the importance
of the income approach on the basis of definition of a
monetary estimation of workers on the sizes of the capi-
talized incomes is marked. However, such an assessment
is based on a generalized characterization of the qualities
and properties of an employee.

The author of [2] expanded methodological approaches
to the evaluation and measurement of human capital by
natural indicators. However, the author’s measurement
procedure is reduced to establishing the most perfect natu-
ral indicator, which recognizes the educational potential.

Work [3] is devoted to the value of human capital,
calculated on the basis of its profitability, taking into ac-
count the qualifications and capitalization of employees’
income. In practice, this proposal was not confirmed, since
the analysis of human capital is limited to assessing the
staffing, training and income of employees.

Supporters of the cost approach in [4-6] advocate the
need to structure human capital in terms of the costs of
reproduction of labor, considering their composition in
different ways. At the same time, the author of [4] ap-
proaches the task through the definition of the dependence
of wages on the costs of education and training, as well as

the development of personal abilities of a person. In this
formulation of the problem, the research is focused on the
measurement of personal human capital, which do not co-
incide with the tasks of the development of human capital.

The paper [5] presents a limited composition of costs
for the reproduction of labor (education, health care and
mobility), does not correspond to the modern tasks of
human capital development.

The author of [6] additionally includes the costs of
training, motivation, improvement of working conditions
and costs associated with disloyalty of staff in the labor
costs. With this allocation of costs, the content of the
characteristics of human capital is lost, and their replace-
ment by investment directions.

In work [7] questions of measurement of return from
investments into the human capital, which the author con-
nects mainly with the added economic cost are considered.
Single-formatting results of the use of human capital simplify
research and limit the flow of information for managing it.

Many proposals in the scientific community express
the need to use a combination of approaches to measuring
human capital. Thus, in [8] the expediency of combining
the income component of the evaluation of the results of
labor activity and the cost of money for the reproduction
of an employee is proved, but the composition of the lat-
ter is limited by the costs of education.

The authors of [9, 10] emphasize the importance of
a balanced approach to the measurement of human capital
and note the inconsistencies in the methods, indicators
and information base of this process, without offering sug-
gestions for overcoming existing problems.

In general, an analysis of scientific thought on ap-
proaches to measuring the human capital of an enterprise
showed the following:

1. In modern research, the approaches, methods and
indicators of measurement are gradually being expanded
and the process of assessing human capital and the scope of
their application followed in the management contour. This
applies to the use of combined approaches to research on
the basis of a combination of different methods, as well
as the increasing use of natural indicators. The latter di-
rectly reflect the characteristics of human capital and are
always on a par with the value indicators in the system
of indicators. In turn, a specific combination of measure-
ment methods is determined by the goals and objectives
of the research program.

2. The procedure for measuring and evaluating human
capital is applied to a relatively narrow range of elements
of this capital.

3. The number of indicators in most cases is limited
and does not reflect the full or about the completeness
of the content of the productive abilities of workers. So,
relative to each element of human capital, an average
of 2 to 5 characteristics is investigated. And the choice
of indicators for measurement does not contain a deep
justification, which, first of all, should be based on the
content of the characteristics of human capital, which are
combined into a certain element of it.

4. Despite the complex nature of scientific research
on the management of human capital, its reproduction,
development, investment, etc., the measurement and evalua-
tion tools are narrow. The most common methods are the
production function model, correlation-regression analysis,
life cycle model, matrix model, etc.
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5. In most studies, the concept of «measurement» is
identified with the <evaluation» concept. The existence
of such scientific gap creates the ground for a superficial
study of human capital, the possibility of obtaining a sig-
nificant error in the results and causes the probability of
making irrational managerial decisions.

5. Methods of research

The theoretical and methodological basis of the research
is the theory of human capital and general scientific and
special methods:

— system approach — to determine the essence of the

system (subsystem) of indicators of measuring the hu-

man capital of the enterprise, to develop a hierarchical
composition of a multilevel system of indicators;

— typologies — to determine classification characte-

ristics and differences in indicators, the formation of

a system and subsystems of indicators, establishing

the essential links between indicators;

— analysis, synthesis, comparison, generalization — to

identify scientific gaps in the study, the formation of

subsystems of indicators, evaluation of research results,
the formulation of conclusions.

6. Research results

The adoption of management decisions of any kind is
logically preceded by measurement and evaluation proce-
dures. This approach is related to the requirements of the
principle of objectivity of scientific research, which assumes
the validity, accuracy and reliability of the information base
in combination with scientific arguments. It is generally
possible to express the famous American proverb <only
what is measured and estimated is performed».

According to the modern encyclopedia «<measurements are
actions that are performed in order to find numerical values
of any value in the accepted units of measurement» [11].
So, measurements are necessary to formalize the descrip-
tion of the investigated phenomena and processes. And the

Level 4.

the use of

enterprise

a separate element

element

Indicators of the
effectiveness of

human capital

Level 3. General indicators of the state
of the human capital of the enterprise
Level 2. Indicators of the development of the means
of functioning of the subsystem of human capital by

Level 1. Indicators of the state of human capital by individual

most important components of the research object are to be
measured, and its general properties should be reflected. In
turn, the evaluation (evaluation) is interpreted, in particular
in the dictionary-reference of the terms of scientific and
technical documentation, as «a systematic determination of
the degree by which an object satisfies the established crite-
ria» [11]. And also in the Accounting dictionary — <«as the
establishment of quality someone, degree, level of some-
thing; expression of opinion, judgments about the value or
significance of someone» [11]. Based on the above, it can
be argued that evaluation is the logical continuation of a
measurement that provides a qualitative characteristic of
phenomena and processes. It is carried out by comparing
the results of measurement with the accepted criteria or
on the basis of judgments of specialists. In view of the
above issues, it is proposed to improve existing scientific
approaches to measurement and the associated process of
assessing the company’s human capital based on:

1. A clear delineation of the measurement and evalua-
tion processes in accordance with the nature of these
terms, with the following results:

— for the measurement process — numerical values of

a certain value;

— for the assessment process — the compliance degree

of the level of indicators, obtained as a result of the

measurement, the established criteria (norms or nor-
mal restriction) and/or the desired direction of the
changes, as well as qualitative professional estimates.

2. Formation of a multi-level system of indicators, with
the use of which it becomes possible to sequentially identify:

— state of the human capital of the enterprise;

— development of means for ensuring the functioning

of its individual subsystems;

— effectiveness of the use of aggregate human capi-

tal that simultaneously answer the author’s developed

architectonics of the given capital [12], proposals for

a narrow (collapsed) chain of its reproduction [13]

and the requirements of the principles of system, com-

plexity, concreteness, hierarchy. In general, the proposal

is presented in Fig. 1.

.......... RN
Stage
>of
use
__________________ A
>Stage of

formation

Fig. 1. Multilevel system of indicators of the human capital measurement of the enterprise
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Separately, attention should be paid to level 2, the
indicators of which expand the traditional analysis of the
human capital of the enterprise, as it creates an opportunity
for further integrated assessment of both the characteristics
of human capital and its management levers.

3. Classification of indicators of the human capital mea-
surement of the enterprise (Table 1), which in a complex
reflects the tasks of this process and puts forward the
requirement of forming a system of indicators.

Table 1

Classification of indicators of the human capital measurement
of the enterprise

Classification sign

Indicators

Assignment of indicators

In terms of
coverage of charac-
teristics (elements)
of human capital

a) partial (single)
enlarged and
detailed

a) to display one characteristic
(quality) in expanded and col-
lapsed form

b) complex
(group)

b) for simultaneous display of se-
veral characteristics or measure-
ment of an element as a whole

c) general
(integral)

c) to determine the human capital
of the enterprise as a whole

By time of
submission

a) static

a) for measurement within one
period

b) dynamic

b) for comparison over several
periods

According to the
form of expression

a) natural

a)to reflect in a physical and
conditional meters a certain cha-
racteristic of human capital

b) labor

b) to determine, through the num-
ber of staff and working hours,
individual characteristics of hu-
man capital and the effectiveness
of its use

c) value

c) to determine the size of an
individual element or the size of
the aggregate human capital

According to the
calculation method

a) absolute

a) to display the size of the value
of a single characteristic or hu-
man capital in general, without
referring to other indicators

b) relative

b) to find the level, average values,
determine the dynamics, as well
as the effectiveness of the use of
human capital

c) specific (struc-
tural)

c) to determine the significance
of a particular characteristic (ele-
ment) in the aggregate human
capital or group, and also to as-
sess their formation

According to
economic content

a) guantitative

a) to display the size and changes
of human capital

b) quality

b) to display the essential features
of human capital and determine
the effectiveness of its use

If possible,
measure the cause-
effect relationship

a) productive

a) to determine the impact of se-
veral factors, among which there
are those that characterize human
capital

b) factorial

b) to determine the reasons for
the change in human capital or
its impact on the result of the
activities of the enterprise

According to the
formation condi-
tions

a) planned

a) to reflect the conditions of the
future period

b) reporting

b)to display conditions of the
period that has passed

Under the system of indicators of the human capi-
tal measurement of an enterprise, one should understand
such set of them, in which each separate indicator carries
a certain semantic load, not duplicating other indicators.
In combination, this leads to the possibility of obtaining
a detailed comprehensive characterization of the object of
research and, in general, creates an information basis for
making adequate managerial decisions.

4. Development using a multilevel approach to the
formation of a system of human capital metrics for de-
tailed subsystems.

The subsystem of indicators of measuring human capital
is a part of its general system that performs a local task
of determining the content characteristics of an individual
element, means of formation, or a separate stage of repro-
duction of a given capital. In the subsystem all indicators
are placed in a certain logical ordering.

In Table 2, the subsystem of indicators of the human
capital measurement of the enterprise behind an element
«the capital of formation» is presented. The filling of this
subsystem is based on the fact that the capital of education
includes the knowledge, skills and abilities of the employees
of the enterprise. That is why the partial indicators of
measuring the capital of education should reflect:

— the level of ownership by employees of the en-
terprise with certain concepts, theories, phenomena
(understanding of knowledge), which is determined
by the educational structure of the staff;
— practical actions that are performed for a long time
by employees at their workplaces for the high-quality
performance of assigned tasks (understanding of skills and
abilities), determined by the categorical structure of staff;
— simultaneous possession of theoretical knowledge
and practical skills and abilities, which are determined
by the qualification level, the use of qualifications, the
quality of work and the like;
— intellectual abilities as «mental characteristics of
a person that manifest themselves in her ability to solve
various tasks» [11], and therefore also represents a com-
bination of knowledge and skills based on a higher level
of mental qualities of their bearer and are inseparable
from man. Let’s suggest mapping this characteristic of
education capital to the enlarged indicator «the level
of realization of the intellectual abilities of staffs;

— cost form of education, which is represented by the costs

of vocational training (education and special training).

Let’s also proceed from the fact that each indicator of
such subsystem should perform a separate function and
be constructed in the best way both in the form of the
expression and in the calculation method (Table 1).

So, the enlarged indicator «the composition and struc-
ture of staff by level of education» should be presented in
the format of absolute and relative values of the qualitative
characteristics of the potential of human capital. They
are a reflection of the ability of the bearers of labor to
generate new productive abilities necessary for performing
tasks of varying complexity.

The indicator «enlarged educational structure of staff»
should characterize the proportions in the qualitative cha-
racteristics of the potential of human capital in terms of
performing general and special works. These proportions
are subsequently taken into account when determining the
sources of investment in vocational training and factors
affecting the level of wages.

34

TEXHOMOTTYHHIA AYAMT TA PE3EPBH BHPOEHMLTBA — Neo 4/4(42), 2018



I55N 2226-3780

ECONOMICS OF ENTERPRISES:
ECONOMICS AND MANAGEMENT OF ENTERPRISE )

Tahle 2

The subsystem of indicators of the human capital measurement of the enterprise behind an element «the capital of formation» which components
knowledge, skills and abilities act

Enlarged partial indicator

Detailed partial indicator

1. Structure of staff by level of education,
persons/%

1.1. Number (percentage) of employees with a full higher education.
1.2. Number (percentage) of workers with incomplete higher education.
1.3. Number
1.4. Number (percentage) of workers with secondary general education.
1.5. Number (percentage) of workers with incomplete secondary education

( )
( )
(percentage) of workers with secondary special education.
( )
( )

2. Enlarged educational structure of the staff | 2.1.

Percentage of workers with general education.
is, % 2.2. Percentage of workers with special education

3. Composition and structure of staff by
category, persons/%

3.1. Number (percentage) of managers.

3.2. Number (percentage) of professionals.

3.3. Number (percentage) of specialists.

3.4. Chiselnost (percentage) of technical employees.
11. Level of general 3.5. Number (percentage) of workers

competence of the

staff 4. The categorical structure of the staff is | 4.1.

Percentage of the administrative and managerial staff (information workers) (AMP).
enlarged, % 4.2. Percentage of workers

5. The load factor for workers, AMS/100 waorkers

6. Average qualification level of workers

7. Coefficient of using the qualifications of workers

8. Coefficients of
labor quality

10. Level of professional
competence of staff

8.1. The coefficient of labor guality (by the number of omissions in the wark).
8.2. The coefficient of labor quality (by the amount of deductions from wages)

9. Row of realiza-
tion of intellectual
abilities of the staff

9.1 The number (percentage) of inventors and rationalizers, people/%.
9.2. Coefficient of rationalization of staff, rat. prop. for 1 thousand people

12. The capital of education in the cost-based approach (accepted
for the costs of vocational training)

12.1. Capital education (investment in vocational training), c.u.
12.2. Average costs of vocational training, c. u./person.
12.3. Percentage of costs of vocational training in labor costs, %

The enlarged indicator «composition and structure of
staff by category» is assigned the function of mapping
the role and place of a person in the labor process, in
the management hierarchy, as well as the possible nature
of participation in the management of human capital. In
turn, the enlarged categorical structure of staff should
reflect the proportions in the possibilities of realizing hu-
man capital in the spheres of intellectual (creative) and
physical labor.

The indicator «load factor for workers» may indicate
the existence of a reserve to optimize the size of human
capital on the basis of an estimate of the proportions between
the enlarged categories of staff. The average qualification
level of the workers will provide information on the level
of knowledge and work skills that have been formed by
the vast majority of workers.

The indicator «coefficient of using the qualifications
of workers» will demonstrate the degree of conformity
of the knowledge, skills and abilities of the staff to the
requirements for the performance of the intended works.
An addition to the above indicators is the labor quality
coefficient, which can be expressed in two forms and which
will indicate the level of knowledge, skills and realized
skills. This determines the qualitative performance of work
and the increase in the funds allocated to the reproduc-
tion of human capital.

The intellectual or creative component of the capital of
education is inseparable from the employee, can be detailed
represented by indicators that reflect the realized at the
enterprise capacity of the mental abilities of the staff in
the format of recognized inventors and rationalizers. The
set of indicators that measure the degree of knowledge,

skills and abilities, including the level of realization of
intellectual abilities, their use by workers in professional
activity, is proposed to be defined as an aggregate indica-
tor «the level of professional competence of the staff».
After adding to this set of indicators that characterize
the overall level of knowledge, let’s obtain an aggregate
indicator «the level of overall competence of the staff».

The enlarged indicator «capital of education in cost-
based approach» reflects in the monetary form the accu-
mulation of the productive abilities of workers (knowledge,
skills and abilities) due to education and special training
and is adopted at the level of costs for vocational training.
The basis for determining the importance of the capital of
education and other elements of human capital is the cost
of labor or the cost of labor. In work [14] it is defined
as «the size of the actual expenses of the employer for
the maintenance of labor», corresponds to the result of
measuring human capital according to the cost approach.

Table 3 presents the proposal to fill the subsystem
indicators of measuring the means of providing capital
education. During the development of the subsystem, they
came out of the Law of Ukraine «On Professional Deve-
lopment of Workers». In it, vocational training is seen as
«the process of targeted formation of special knowledge
among employees, the development of necessary skills and
realized skills...» [15]. Thus, the means of ensuring the
functioning of the «capital formation» subsystem is vo-
cational training.

The indicators, which are included in Table 3, are detailed
by types of vocational training and enlarged categories
of personnel and presented in a form suitable for making
managerial decisions. In particular, the groups of personnel
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of various types of work, the periodicity of training, its
duration, and costs should be considered objects of mana-
gerial influences in this process.

Tahle 3

Subsystem of indicators for measuring the means of ensuring the
functioning of the «capital of education» subsystem

The expedient
Partial indicator expansion of the
indicator
1. The number (percentage) of workers who have un- B
dergone primary vocational training, persons/%
2. The number (percentage) of workers who have been iznilu?hill;gi{ers
retrained, persons/% 5 '
2.2. AMP
3. The number (percentage) of employees who have g-lilu?/\i;;gi{ers
improved their qualifications, persons/% 79 AMP
4. The total number (percentage) of waorkers, were Tilusl\i;;gicers
. - 0 1. .
covered by vocational training, persons/% 42 AMP
including:
5. Periodicity of vocational training, year 5.1. Workers.
5.2. AMP
6. The total number of hours for vocational training, gilus\l’ngi{
ersons-h. o OrXers.
F : 6.2. AMP
7. Average number of hours for vocational training of ?ilu%lggi{ers
an employee, h. . .
7.2. AMP
8. Duration (percentage) of holidays for training, which B
is paid by the enterprise, h./%
including:
9. A part of employees who have passed certification, % | 9.1. Workers.
9.2. AMP
10. Specific costs for the professional training of the iln[??di\ll-l\lsgrkers
employee, c. u/h. 102, AMP
11. Expenses for vocational training, % to payroll fund -

Note: developed on the basis of [15]

Table 4 presents proposals for filling the subsystem
of indices of measuring the capital of promotion, which
consists of material motivation (the function of moral en-
couragement mainly fulfills the capital of culture) [12].

Table 4

The subsystem of indicators of the human capital measurement
of the enterprise behind an element «the capital of encouragement»
in a part of material motivation

Enlarged partial indicator Detailed partial indicator

1. Capital of promotion
(adopted by the company's
personnel remuneration
fund)

1.1. Total wage fund, c. u.

2.1. The general fund of a payment.

2.2. Basic Wages Fund.

2.3. Additional Wages Fund.

2.4. Other incentive and compensation payments
(excluding material assistance and amounts pro-
vided by the enterprise, labor and social benefits
to employees and their families)

2. Fund of remuneration of
the personnel of the main
activity, c. u.

3.1. Average wage of one employee.

3.2. Average wage of one employee of the main
activity personnel.

3.3. The average wage of one worker.

3.4. The average wage of one AMP employee

3. Average wages at the
enterprise, c. u.

4. Percentage of labor costs in costs for employees, %

Presented in Table 4 indicators are mainly valuable,
because:

— in this form it is convenient to compare them with

the value of consumer goods, the receipt of which is

part of the system of the economic interests of the
employee;

— in this form they are included in the expenses of

the enterprise, which is connected with the realiza-

tion of the economic interests of the enterprise as

a business entity.

So the wage fund as the total wage and its average size
are the incentive motive for economic and labor activity
for all participants of economic activity and constitute the
basis of the subsystem of indices of measuring the capital
of promotion. The indicator «percentage of labor costs in
labor costs» is relative and reflects the level of this capital.

At the same time, attention should be paid to the
need to exclude from other incentive and compensation
payments the amount of material assistance and benefits
to workers entering the capital of culture (the «social
protection» component). This makes it possible to avoid
re-counting, since the main function of the above pay-
ments is precisely the additional protection of employees
and is not related to the results of their work. Table 5
offers proposals for filling the subsystem of indicators for
measuring means of providing material motivation.

They are based on:

— factors forming the wage fund, in particular the level

of minimum and average wages;

— elasticity (sensitivity) of the average wage to changes

in key performance indicators of the enterprise;

— structure of wages;

— taxes on personal income;

— arrears in payment of wages.

The developed subsystem of indicators is mainly built
on relative indicators, which are presented on the basis
of a different level comparison of wages indicators.

As a result of measuring material motivation as a means
of providing capital, an information base should be de-
veloped in the form of appropriate indicators. Their use
is aimed at adjusting the levels and structure of wages
(minimum and medium) in the enterprise in such a way
as to ensure the full realization of its basic functions (re-
producing, stimulating, regulating and social).

The subsystem of indicators of measuring the mobility
capital is presented in Table 6. In its development, the
content of the term «mobility», which [11]:

— in the Great Encyclopedic Dictionary it is defined
as «mobility, ability to move quickly, to act»;
— in the Financial Dictionary — as «a measure of the
ability of the factor of production to move between
spheres of use»;
— in the dictionary of geography — as «the state and
the ability to be mobile. This term applies to people
who readily change their place of residence or work
in search of better earnings, or to a particular person
and his household when the social and property situa-
tion changes».

In the context of the theory of human capital, they agree
with the view that mobility is interpreted as «a person’s
ability to qualitatively improve and qualitatively change
life...» [16]. With this broad position, it is advisable to
measure the forms of mobility in the subsystem of indica-
tors: external and internal.
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Tahle 5§

Subsystem of indicators of measuring the means of ensuring the functioning of the «capital of encouragement» subsystem in terms of material motivation

Enlarged partial indicator

Detailed partial indicator

1. The level of the minimum wage in
the enterprise, c. u./%

1.1. Minimum wages in the enterprise, c. u.

1.2. The level of the minimum wage in the enterprise, % of the subsistence minimum of the able-bodied person.
1.3. The level of the minimum wages at the enterprise, % of the world’s minimum wages (EU).

1.4. The level of minimum wages in the enterprise, % of the minimum wage in the country.

1.5. The minimum wages in the enterprise, % of the minimum wage in the industry.

1.6.The level of the minimum wages at the enterprise, % of its average wages

2. Level of average wages at the en-
terprise, %

% of the world average wage (EU).

% of the average wage in the country.
% of the average wage in the industry.
% of the average wage in the region

2.1. The level of average wages in the enterprise,
2.2. The level of average wages in the enterprise,
2.3. The level of average wages in the enterprise,
2.4. The level of average wages in the enterprise,

3. The index of real average wages in the enterprise

4. The level of net (net) average wages | 4.1. Net average wages in the enterprise, c. u.
in the enterprise, c. u/% 4.2. The level of net average wages in the enterprise, % to the subsistence minimum
5. The level of net average wages at|5.1. The average amount of debt for payment of wages (without taxes),c. u./persons.
the enterprise, adjusted for the amount | 5.2. Adjusted net average wages (without debt for its payment), c. u.
of debt, c. u./% 5.3. Level of adjusted net average wages, % to subsistence minimum
B. Structure of the payroll of the main 6.1. Percentage of bas%c. Wages.
activity personnel, % 6.2. Percentage of additional wages.
! 6.3. Percentage of other incentive and compensation payments
7. Coefficient of elasticity of average 7.1. Elasiy:{ty cueffy:}em of the average wages on labor pbr‘uduntlvny.
wanes for efficiency of activit 7.2. Elasticity coefficient of the average wages by expenditure.
g v v 7.3. Elasticity coefficient of wages on profitability of sales

Tahle 6

The subsystem of indicators of the human capital measurement of the enterprise behind an element «the capital of mobility»

Enlarged partial indicator

Detailed partial indicator

1. Structure and structure of
personnel by age, persons/%

_ e e e e
A WCWN —

. The number (percentage) of workers aged 15-34 (young people).
. The number (percentage) of workers aged 35-49 years.

. The number (percentage) of warkers aged 50-54 years.

. Number (percentage) of workers aged 55-59 years.

. Charities (percentage) of working pensioners

2. Average age of staff, year

3.1. Up to 1 year
3. Structure of personnel by|3.2. 1 to 3 years.
total length of service, % 3.3. From 3 to 10 years.

. More than 10 years

4. Average total work experience of the employee, year

5. Structure of personnel for
the length of service at the
enterprise, %

3.1. Up to 1 year.
3.2. 1 to 3 years.
3.3. From 3 to 10 years.
3.4. More than 10 years

6. Average work experience of an employee at a given enterprise, year

7. Underemployment factor, %

8. The coefficient of working time use

9. Personnel movement indica-
tors (external mobility)

9.1. Staff hiring turnover coefficient.
9.2. Staff firing turnover coefficient.
9.3. Total staff turnover coefficient.
9.4. Staff turnover coefficient.

9.5. Staff stability coefficient

10. Indicators of internal staff

10.1. The number (percentage) of employees who are promoted to a position or qualification (AMP) and a higher rank (workers).

12. The coefficient of elasticity
of internal mobility by factors
of its change

mobility. person/% 10.2. The number (percentage) of employees who are transferred to another equivalent place of work.
V. D 0 10.3. The number (percentage) of employees who are demoted or ranked (AMP) and reduced the level (workers)
11. The coefficient of elasticity 11.1. Elast?n?ly cueff?n?ent of staff tum'u\.nar according to the adjusted .ruat average wage.
s 11.2. Elasticity coefficient of staff stability by average costs for vocational training.

of external mobility by factors L - s .

of its change 11.3. Elasticity coefficient of staff stability by average total health expenditure.
11.4. Elasticity coefficient of staff stability by average expenditure on the cultural sphere
12.1. Elasticity coefficient of the number (percentage) of employees who are promoted and/or qualified (in the category)

by the average costs of vocational training.
12.2. Elasticity coefficient of the number (percentage) of employees who are promoted and/or qualified (in the category)
by average wages

13. The mobility rate in the cost-
based approach (taken in terms
of hiring and firing employees)

13.1. Total costs of hiring and firing workers, c. u.
13.2. Average costs of hiring and firing workers, c. u./persons.
13.3. Percentage of costs of hiring and firing workers in labor costs, %
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External mobility characterizes the movement of an
employee outside the enterprise. Internal mobility is con-
sidered as a situation when an employee changes his work-
place within the same enterprise, while receiving other
professional tasks and other wages.

Indicators of «mobility» subsystem given in Table 6
consistently reflect the mobility potential, its form factors
of impact (elasticity coefficients by forms of mobility).

Given the causal relationship between mobility and
other elements of human capital, the means of developing
mobility capital funds that also ensure the functioning of
other subsystems (in particular, vocational training, ma-
terial motivation, professional security, health care, etc.).
A specific means of providing this subsystem should be
considered information retrieval.

When developing a subsystem of metrics for measuring
a given product, let’s come out of the notion-base concept.
Information is understood as «information that objectively
reflects various aspects and elements of the environment
and human activities. They are materialized in a form that
is convenient for use, transfer, storage and/or processing
by a person or by automated means» [11]. Thus, measur-
ing the information retrieval process, which is designed
to determine important characteristics of human capital,
the revenue areas of its use can be reduced to determine
the costs of its collection, transfer, storage, processing and
consumption in the management process. By forms of ex-
pression, such indicators will be labor and value.

Work with information goes on constantly and is con-
nected not only with the processes of hiring and firing,
but what is most important — with the processes of use
and development of personnel. Consequently, the costs of
its search (including at the enterprise itself) should be
considered on the basis of a broad approach. Therefore,
this study constructed indicators of measuring the search
for information on the basis of both the transaction costs
for hiring and firing workers, and the total costs of the
information sphere (Table 7).

Table 7

Subsystem of indicators for measuring the means of ensuring the functioning
of the «mobility capital» subsystem in terms of information retrieval

When developing the subsystem of health capital met-
rics, let’s start from the ability to display valuable physical
abilities of the employees for the enterprise or the loss
of these abilities. In this context, health is viewed as
a separate element of human capital in terms of physical
health, while aspects of mental health will be considered
through the capital of culture.

When considering the total labor force (the staff as
a whole) let’s measure the health from the reverse, that is,
taking into account the production injuries and diseases.
The subsystem of indicators developed in such conditions
is presented in Table 8.

Tahle 8

The subsystem of indicators of the human capital measurement
of the enterprise behind an element «the capital of health»
in a part of physical health

Enlarged partial indicator Detailed partial indicator

1.1. The level of industrial injuries, inju-
ries/1000 persons.

1.2. Finders of the frequency of fatal ac-
cidents, cases/100 persons.

1.3. The index of severity of injuries, days.
1.4. Duration of incapacity for work, days.
1.5. Level of losses, c. u./1000 persons.
1.6. The level of expenses for the prevention
of accidents, c. u/1000persons

1. Indicators of occupational
accidents

2.1. The level of occupational diseases, ca-
ses/1000 persons.

2.2. Duration of disability due to occupational
diseases, days/1000 persons.

2.3. Duration of one case of occupational
diseases, days

2. Indicators of occupational
diseases

3.1. The level of the overall incidence of
workers, cases/1000 persons.

3.2. Duration of temporary incapacity for
work, days/1000 persons.

3.3. The total duration of one disease case,
days

3. General indicators of mor-
bidity

4. Percentage of persons who retired for disability, %

5. Proportion of persons transferred to easy labor, %

B. Incidence rate, %

Enlarged partial indicator Detailed partial indicator

7. Health status, %

1.1. Number (percentage) of workers in the
information sphere, persons/%.

1.2. Size (percentage) of expenses for remu-
neration of information workers, c. u./% to
the general fund of a payment.

1.3. Size (percentage) of administrative ex-
penses, c. u./% to operating expenses

1. Expenditures on informa-
tion personnel

2.1. The size (percentage) of electronic com-
puters, other machines for automatic process-
ing of information, computer programs asso-
ciated with them, other information systems,
etc. in fixed assets

2. Expenditures on informa-
tion technology, c. u./%

3. Capital/labor ratio in the information field, c. u./persons

4.1. Productivity of labor, c. u./persons.
4.2. Productivity of labor (for administrative
costs), c. u./c. u.

4. Productivity of labor in the
information field

5.1. The size (percentage) of the costs of hiring
workers, c. u./% to administrative (operating)
expenses

5. Expenditures on hiring
waorkers

B.1. The size (percentage) of losses of the enter-
prise at firing workers, c. u./% to operating profit

6. The losses of the enter-
prise when firing employees

8.1. General expenditure for health, c.u.
8.2. Average total expenditure on health,
C. u./persons.

8.3. Percentage of total expenditure on health
in labor costs, %

8. Health capital in cost-based
approach (adopted for total
health expenditure)

Note: developed on the basis of [17, 18]

The means of ensuring the functioning of health ca-
pital should be considered a unified system of occupa-
tional safety and health, consistent with the international
standard «OHSAS 18001 Occupational health and safety
management systems — Requirements standard», which is
recognized by the International Organization for Stan-
dardization ISO. However, in the conditions of gradual
transition of Ukraine to the requirements of this standard,
it is advisable to consider as a separate means of a pro-
fessional safety system (its base is the labor protection
system) and a health protection system. The subsistence
of the subsystem for measuring these means is shown in
Tables 9, 10.
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Tahle 9

Subsystem of indicators of measuring the means of ensuring the functioning of the <health capital» subsystem in terms of occupational safety

Enlarged partial indicator

Detailed partial indicator

1.1. General level of working conditions.

1. Indicators of working condi-
tions, benefits and compensation | 1.3.
for work with hazardous working | 1.4.
conditions and for the special | 1.5.
nature of work 1.6.

1.2. Part of workers employed in jobs with harmful working conditions, %, including for harmful production factors (noise,
vibration, severity of labor, labor intensity, etc.).

Percentage of employees who have been granted additional leave for harmful working conditions.

Percentage of employees who have additional leave for a special nature of work, %.

Percentage of employees who have a reduced working week, %.

Percentage of employees who are paid extra for warking conditions, %.

1.7. Percentage of employees who are provided with free milk or other equivalent foods, %.

1.8. Percentage of employees who have established pensions by age on preferential terms, %.

2.1. Safety compliance coefficient.

2. Indicators of the level of labor
protection

. Coefficient of safety of technological processes.

. Coetficient of technical safety of equipment.

. Coefficient of safety of buildings and structures.

. Security coefficient of personal protective equipment.

. Provision coefficient for sanitation facilities.

. Implementation coefficient of the plan of measures for labor protection.
. Generalized coefficient of labor protection level

. The integral indicator of occupational risk

. Expenditures for occupational safety (labor protection), c. u.

. Average expenditures on occupational safety (labor protection), c. u./persons.

[= o I o B~ I N

. The percentage of expenditures on occupational safety (labor protection) in labor costs, %

Note: developed on the basis of [17]

Table 10

Subsystem of indicators for measuring the means of ensuring the functioning of the <health capital» subsystem in terms of health

Enlarged partial indicator

Detailed partial indicator

1. Indicators of coverage by health insurance

1.1. Percentage of employees covered by health insurance, persons/%

2. Indicators of coverage by medical examinations

2.1. Percentage of employees covered by medical examinations, persons/%

3. Indicators of health workers' coverage

3.1. Percentage of employees, strengthened health in sanatoriums, dispensaries, rest homes, etc.

Including:
4.1. Medical insurance.

4. Expenditures on health care (without labor protec- 42 Sick leave.

tion costs), c. u.

4.3. Expenses for sanatorium-and-spa treatment.
4.4. Expenses for the maintenance of sports and health facilities

5. Average expenditure son health, c. u./persons.

B. Percentage of expenditure on health in labor costs, %

7. Expenditures for environmental activities, c. u.

8. Average expenditures of environmental activities, c. u./ persons

9. Percentage of expenditures on environmental measures in labor costs, %

Note: developed on the basis of [17]

Let’s pay attention to the fundamental difference bet-
ween the occupational safety and health protection systems,
consists in basing the first of them on the management
of safety risks. If the measurement subsystem has been
reflected in the relevant subsystem, in particular, in the
integral indicator of professional risk in addition, to ac-
count for additional conditions. These are: the safety of
technological processes, the safety of buildings and struc-
tures, the provision of personal protective equipment, and
the provision of sanitary primitives. Thus, the basis for
making managerial decisions on a much wider range of
control objects is being expanded.

So, the professional safety system has a direction to
reduce the level of occupational risk through the implemen-
tation of measures to prevent accidents and occupational
diseases. And also the provision of compensation and be-

nefits for harm caused by the working environment on the
human body. The health system ensures the implementa-
tion of a wide range of preventive effects of the general
for preventing the negative impact of a combination of
factors of the production and household environment on
the human body.

Measurement of the capital of culture must ensure
that the requirements for the employee are reflected by
the enterprise with respect to the possession of various
creative, spiritual, moral, psychological and other abilities.
Their manifestation in labor activity and social behavior
contribute to the maximum effective performance of pro-
duction vending. In developing indicators, let’s proceed
from the understanding of the term «culture» as «the
aggregate of material and spiritual values, vital representa-
tions, patterns of behavior, norms, methods and methods
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of human activity» [11]. On this basis, let’s also consider
as integral means of securing the capital of culture:

— housing and communal services;

— social protection;

— cultural development.

Because of these, the social worker is socially active
and protected, who is able to establish effective commu-
nications, be universal, flexible and the like.

Table 11 presents logically ordered proposals on the
subsystem of indicators of measuring the capital of culture.
Thus, the indicator «<number and structure of personnel
by group» characterizes the enterprise’s potential for the
development of the capital of culture, requires the avail-
ability of its own social infrastructure facilities and person-
nel for their servicing. The indicator «gender structure of
personnel» should provide a socio-psychological portrait of
the workforce as the potential for effective reproduction of
human capital, the importance of the female component in
this process, and the like. Indicators of social activity of
personnel is a reflection of the approach to measuring the
capital of culture using natural meters, whereas the cost
dimension is spent on expenditures on the cultural sphere.

Tahle 11

The subsystem of indicators of measurement of a human capital of the
enterprise behind an element «the capital of culture»

Enlarged partial indicator Detailed partial indicator

1.1. Number (percentage) of per-
sonnel in core business.

1.2. Number (percentage) of per-
sonnel in non-core business

1. The number and
structure of personnel
by group, persons/%

2. Gender structure
of the personnel, %

2.1. Women percentage.
2.2. Men percentage

3.1. Percentage of employees
participating in cultural events.
3.2. Percentage of participating
in sports events.

3.3. Percentage of employees
participating in public and vo-
lunteer work.

3.4. Percentage of employees
participating in enterprise ma-
nagement.

3.5. The general coefficient of the
level of social activity of the staff

4.Level of social
competence of per-
sonnel

3. Indicators of social
activity of person-
nel, %

5.1. The amount of current ex-
penditure in the capital of cul-
ture, c. u.

5.2. Average current expenditure
on culture, c. u./persons.

5.3. Percentage of current ex-
penditure on culture in labor
costs, %

5. Capital of culture in cost-based approach
(taken for total current expenditures on the
cultural sphere)

Tahle 12

Subsystem of indicators for measuring the means of ensuring the
functioning of the «capital of culture» subsystem

Enlarged partial
indicator

Detailed partial indicator

«Ho

using and communal services»

1. Provision of employees with housing, %

2. Indicators of the de-
velopment of the mate-
rial base of household
use, %

2.1. Availability of places in preschool institu-
tions, %.

2.2. Availability of public catering facilities, %.
2.3. Availability of consumer services, %

3. Current expenses for
maintenance of hous-
ing and utility facilities
(HUF)

3.1. The amount of running costs for the mainte-
nance of HUE c. u.

3.2. Average expenses for the maintenance of the
HUE c. u./persons.

3.3. The percentage of expenses for the HUF
maintenance in labor costs, %

«Social protection»

4. The cost of benefits
to employees and their
families

4.1. The amount of benefits to employees and their
families, thousand.

4.2. The average size of benefits, c. u./persons.
4.3. Percentage of cost of benefits in labor costs, %

5. Material assistance
to employees

5.1. Amount of material assistance to workers, c. u.
5.2. Average amount of material assistance,

C. u./persons.

5.3. Percentage of material assistance in labor
costs, %

6. Deductions to social
funds

6.1. Amount of deductions to social funds, c. u.
6.2. Average amount of deductions to social funds,
C. u./persons.

6.3. Percentage of deductions to social funds in
labor costs, %

«Culture development»

7. Indicators of the level
of cultural development

7.1. Implementation coefficient of the plan for
cultural events.

7.2. Implementation coefficient of the plan for
sports events.

7.3. Implementation coefficient of workers with
cultural objects.

7.4. Implementation coefficient of employee security
of sports facilities.

7.5. Implementation coefficient for recreation fa-
cilities, %.

7.6. The general coefficient of the level of cultural
development

8. Current expenditures
for the maintenance of
cultural objects

8.1. The amount of current expenditure on the
maintenance of cultural objects, c. u.

8.2. Average expenses for the maintenance of
cultural objects, c. u./persons.

8.3. The percentage of expenses for the mainte-
nance of cultural objects in labor costs, %

9. Culture development
expenditures

9.1. The amount of expenditures on cultural de-
velopment, c. u.

9.2. Average expenditures on cultural development,
C. u./persons.

9.3. Percentage of expenditures on cultural develop-

ment in labor costs, %

Generalized above mentioned natural indicators are
characteristic of the level of social competence of person-
nel. By it let’s mean «the presence of communication and
integration abilities, the ability to maintain relationships,
influence, achieve one’s own, correctly perceive and in-
terpret the thoughts of others, express attitude toward
them, conduct conversations, etc.» [11].

In Table 12 proposals on measuring the means of se-
curing the capital of culture are summarized. The results
of such measurement are structured by types of means
and create a detailed information base for diagnosis and
further activation of their action.

The procedure

for measuring human capital according

to Fig. 1 continues in the format of calculation of com-
plex and general indicators of the state of human capital.
The complex indicator of measuring human capital re-
flects its group characteristics, which can be obtained on
the basis of:
— definition of the most significant characteristics of
human capital, involves the use of expert methods. The
results of such measurement are subjective in nature,
where the probability of significant errors and the in-
clusion of non-essential characteristics in the sample
is not excluded;
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— by the method of partial indicators, it is rationally
possible to implement the computer program «Stat-
graphics».

A full assessment of the human capital of an enterprise
can be achieved by using a system of common measurement
indicators, the proposals for filling it out are presented in
Table 13. This proposal reflected the systematization of
the basic approaches to the measurement of human capital,
both within the framework of the investment (investment)
approach considered by the author, and the alternative
income approach.

Tahle 13

The system of general indicators of the human capital measurement
of the enterprise

Group of indicators Indicator

the value of human capital in production (investment
in labor in production)

By cost (investment)
approach

the total cost of human capital (total labor costs)

the average cost of human capital in production

average total cost of human capital

the value of human capital (profit from the use of
capital, adjusted to the rate of interest)

the future value of human capital by the method

By income approach of discounting

market value of human capital (comparison with
industry average profitability)

Fig. 2 presents proposals for filling the system of in-
dicators of measuring the efficiency of the use of human
capital of the enterprise and methodological approaches
to their calculation.

Thus, the construction of a system of indicators mea-
suring the effectiveness of the use of human capital is
based on the main financial results of the enterprise. In
addition, it is connected with the logic of the realization
of its economic interests and a variety of investments that
determine both the fulfillment of production tasks and
realize the goals of human development.

In general, all the indicators that were included in the
author’s systems and subsystems of indicators of measuring
human capital are chains of cause-effect relationships that
integrate the goals of human capital development with
the strategic and tactical tasks of the enterprise.

As a result of this measurement, the management of
the enterprise will receive information for a comprehensive
assessment of the characteristics of human capital, and
therefore — for management. Thus, an approach to mea-
suring and managing human capital has been developed:
integrated measurement and evaluation helps to better
manage capital, and effective management, on the other
hand, helps to provide a more accurate estimate.

7. SWOT analysis of research results

Strengths. Strengths include:
— implementation of an integrated approach to mea-
suring the human capital of an enterprise causes the
possibility of a detailed diagnosis of the state and the
effectiveness of its use, the definition of the levers of its
management. This leads to the development, adoption
and implementation of adequate management decisions
with the optimal size of investment resources;
— proposal to include in the system indicators of mea-
suring the development of the means of functioning of
the subsystem of human capital by a separate

element. It is aimed at increasing the effective-
ness of the management process at the initial
stage due to additional diagnostics of the means
of influencing the development and efficiency
of using this capital,

— formation of a system for measuring hu-
man capital, taking into account the proposal

for a detailed classification of the relevant
indicators, demonstrates additional possibili-
ties for expanding the diagnosis. Expanding
the forms of expression of indicators, taking
into account the factor of time and other
characteristics allows us to deepen both

Financial The indicator of The indicator of measuring
result of the human capital, on the effectiveness of the use
enterprise the basis of which of human capital (HC)
activity / the effectiveness is | =
] measured ]
Income from Number of staff — income from sales of
the sale of R products per employee;
ducts | — — value added per
pro g employee;
(works,
services) — net profit per employee
Industrial
Added value le{  investment in
> R
human capital — income from sales of
products by 1 c. u.
investment in the HC;
Net income _ Aggregate — added value for 1 c. u.
— mvestment. m investment in the HC;
human capital ™| — netprofitby I c. u.
investment in the HC

the evaluation of human capital and the
establishment of priority factors of influ-
ence and its consequences.

Weaknesses. Weaknesses are:

— increase in the complexity of manage-
ment operations, is overcome by proper
information and application software;

— need for additional coordination of ef-
forts on the part of specialists from various
services who have different subordination.

investments in HC;

— net profit by 1 c. u. of total investments in HC

— income from sales of products by 1 c. u. of total

— added value for 1 c. u. of total investments in HC;

The obstacle is said to be overcome by
creating a single coordinating center whose
task will be to implement the full range
of human capital management tasks;

Fig. 2. System of indicators of measurement of efficiency of use

of the human capital of the enterprise

— increase in the cost of the management
of the enterprise as a whole for the totality
of the above circumstances;

TECHNOLOGY AUDIT AND PRODUCTION RESERVES — Ne 4/4(42), 2018

41—



EKOHOMIKA NIANMPHEMCTE:
( EKOHOMIKA TA YNPABNIHHA NMIANPHEMCTBOM

I55N 2226-3780

— potential increase in the amount of investments in
the human capital of Ukrainian enterprises due to the
underdevelopment of the basic elements of their hu-
man capital to the level of world standards, causing
an increase in the cost of production and changes in
the policy of distribution of net profit. Meanwhile, only
on the basis of the development of all components of
human capital, Ukrainian business is able to create
competitive products and to restrain the outflow of
highly skilled labor, in the economic aspect, to mean
obtaining a financial prize.

Opportunities. Further research in this subject area is
associated with the development of approaches to assess-
ing the company’s human capital with the definition of
the criterial values of the indicators obtained during the
measurement stage. On the basis of the full theoretical
results on the complex of problems of measuring and esti-
mating human capital, an experimental study is proposed.

When implementing the research results, an increase
in the level of controllability of production and social
processes is expected. This becomes possible due to the
purposeful improvement of the characteristics of human
capital while maintaining the costs of its reproduction at
a competitive level. The latter can be taken as the basis
for optimizing the size of the aggregate human capital.

The results of the study may be of interest to resear-
chers in other countries in an open economy, meaning the
use of common approaches to managing human capital at
all economic levels.

Threats. The threat of implementation of the results
can come from:

— states in the event of deterioration in the parameters
of its economic policy, the aspects of which directly
concern the development of human capital;
— stakeholders of the enterprise in the event of a con-
flict of interest. To a greater extent, it refers to the
position held by majority percentage holders, large
investors, business owners who do not perform ope-
rational management and at the same time do not
consider the task of managing human capital strategic
tasks of the enterprise development.

1. To overcome scientific gaps in the subject area under
study, a clear distinction is made between the content and
results of measurement and evaluation of human capital,
which act as adjacent processes in the composition of
a single management contour. The classification of indica-
tors of measurement of the human capital of the enterprise
is developed, in a complex reflects tasks of the given
process and demanded formation of system of correspon-
ding indicators. It is determined that under the system of
indicators of measuring the human capital of an enterprise
it is necessary to understand such a set in which each
individual indicator carries a certain semantic load without
duplicating other porters. In combination, it leads to the
possibility of obtaining a detailed comprehensive charac-
terization of the research object and, in general, creates an
information basis for the adoption of adequate managerial
decisions. The hierarchical composition of the multilevel
system of measurement indicators has been disrupted. It
further allocates separate subsystems for the elements of
the human capital of the enterprise and the means of en-

suring the functioning of these subsystems. This approach
corresponds to the architectonics of this capital and to
the objects of management influence.

2. The substantiation of the completeness of the sub-
systems measuring the human capital of the enterprise on
the elements «capital formation», «promotion capitals,
«mobility capital», <health capital», «capital culture» and
in terms of means to ensure the functioning of the marked
elements. The procedure for measuring the human capital
of an enterprise based on complex and general indicators
of its status and indicators of its effectiveness is proposed.
In general, measurements under practical conditions of the
human capital of an enterprise using the developed multi-
level system allow to identify consistently and in-depth
the state of the given capital, the development of means
of ensuring the functioning of its individual subsystems,
and the effectiveness of its use.
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