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MONITORING OF HUMAN CAPITAL DEVELOPMENT
IN INDUSTRIAL ENTERPRISES

Abstract. The article considers a grouping of indicators that allow to study in more detail the state and use of
human capital and noted that due to monitoring it was revealed the absence in the existing system of labor
remuneration in the enterprises under consideration of the evaluation of collective labor. For the development of
human resources, the creation of favorable conditions for production is the basis for the successful application of
their knowledge in industrial enterprises. Thus, a higher level of wages in other regions, lower interest rates on
mortgages in other regions have an impact on migration processes in the region under study. Human potential, which
is part of the country's economic system, is one of the main factors directly influencing the formation of a favorable
innovative, investment climate in the country.
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INTRODUCTION

Heads of all structural divisions: chiefs of services, departments, sectors, shifts, workshops of the
enterprises under consideration can theoretically encourage the initiative worker, in practice - no. Leaders
are economically helpless in the operational management of their subordinates. And administrative
measures of influence, as a rule, not only do not motivate, but more often, on the contrary, demotivate
employees. The latter circumstance is caused by the punitive nature of the application of the existing wage
system in practice. A normal labor incentive system should be predominantly incentive, i. encouragement
must prevail over punishment. Psychologists have smoothly proved the ineffectiveness of punishments,
since they, in the main, reduce the labor activity of workers. And encouragement is caused by increased
motivation of work. Therefore, we believe that equalization in the distribution and punitive nature of the
wage system is a real scourge of labor collectives of these enterprises.

The focus of the current wage system is the distribution of the wage fund for workers. But it is
practically impossible to solve this problem professionally, since the labor of the majority of workers is
not measured. And immoderate work can not be properly rewarded. Hence inevitably arise "equalization”
in the payment of labor [9-10].

Unfortunately, a significant number of enterprise managers have not yet realized the need to
restructure the internal economic mechanism of the organization, and they do not know what to replace
the obsolete system of organizing wages. Virtually all leaders do not underestimate the work with the
staff.

The analysis leads to the following conclusion: wages in many respects lost their motivating
significance not only because of their equalization in its distribution, its weak connection with the labor
and general results of the organization's work, but also because of the large drop in real wages.

MAIN PART

The principle of the construction of tariff grids - a relatively slow increase in tariffs and salaries as it
rises from the first to the last level - does not allow maneuvering the rates and salaries of certain categories
of workers.
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Sooner or later, enterprises will be guided by the price of labor in the local, regional and state labor
market. Over time, with the development of the international labor market, managers will have to take into
account the price of labor abroad. Widely spread the experience of Western firms that scan the amount of
salaries in their positions and specialties from their competitors and, taking into account the local labor
market, establish salaries, tariff rates, bonus amounts.

All the set of incentives that organizations use in modern conditions, especially in Western countries,
can be classified as follows to stimulate the work of personnel:

- material incentive;

- moral stimulation;

- incentives for participation in management;

- Stimulation of participation in the capital;

- incentives for participation in profits;

- Stimulation of social benefits.

As we see, in the arsenal of enterprises a very complex system of incentives for staff. Unfortunately,
in many cases, all these types of incentives are used at enterprises separately, distributed among different
management bodies of the enterprise, which makes it impossible to use them in a comprehensive, systemic
way. All this hinders the development of motivation for work. So, usually material incentives are given to
the departments of labor and wages, which are subordinate to the director of economics (chief economist),
moral incentives to the personnel department (personnel department), which is subordinate to the director
of personnel, social benefits to the administrative and economic department (household service) , which is
subordinate to the deputy general director for everyday life [12].

The problems of labor stimulation are acute problems not only for modern Kazakhstan, they are also
topical and eternal for the economies of developed countries. The Achilles' heel of typical labor incentive
schemes in the United States, Europe and other countries is the weak connection between pay and
performance of firms. As a rule, workers are given "solid" salaries, their amount forms a wage fund,
almost unrelated to production and other economic indicators.

As the great experience of Western firms shows, the participation systems in capital have little
motivational potential. Possession of a small, symbolic, share of the company's shares does not allow to
include the overwhelming majority of sharcholders-workers in the process of business management.
Without such inclusion, workers have little idea of how they can affect production at their workplace in
the course of daily work. In addition, remuneration for participation in the capital is in the form of
dividends only once a year. All this does not allow to significantly increase the motivation of their work
[13].

In order to improve the system of motivation and pay for employees, it is proposed to introduce a new
system of wage organization at the enterprises under consideration.

The main goal of all participation systems is to increase the efficiency of the business by increasing
the motivation of the personnel. This is achieved by concession by the owners of part of the income in
favor of the staff in the performance of the agreed conditions beforechand. In other words, the additional
income received from the additional labor efforts of the personnel is divided in a certain proportion
between labor and capital [14].

In this wage system, the wage fund directly depends on the main economic indicators of production:
the volume of production and sales of goods and services, production costs, labor productivity and product
quality. If any of these indicators improves, the production efficiency and staff income increase.

With this approach, the staff of enterprises is very interested in the growth of each of the main
economic indicators and, in general, the efficiency of the entire production. Such rather abstract concepts
for workers, such as labor productivity, production costs, sales volume and others, are filled with a very
concrete economic content. Workers see a direct connection of their personal salary with the overall
performance of production. With the correct setting of the work and the staff, employees will find out
monthly how much they increased or decreased the wage fund due, for example, to the cost of production
or its quality. In their minds, an understanding is established of the direct dependence of personal wages
on the efficiency of production. All this generates collective and personal interests to save in big and
small, work with fewer employees, improve product quality, etc. [15].
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Thus, the new system of labor remuneration is a complex system of personnel participation in
business. The staff receives a part of the income from the growth in the volume of production and sales of
goods and services, from lower production costs, higher labor productivity and product quality.

An important feature of this system is that it motivates the improvement of the economic position of
the enterprise with the growth of wages. Decrease in the economic indicators of enterprises immediately
leads to a reduction in the wage fund and the average salary of employees. All this makes a new system of
more motivating employees than the old wage systems.

This system of staff participation is not limited to the top level of management, where the payroll of
its enterprise is formed. It permeates all levels of government and reaches to lower-level collectives
(brigades, sections, departments, sectors, etc.) and individual workers. And every team and employee are
economically interested in conducting production efficiently. All this makes it possible to define the
system of labor management as a system of personnel participation in business.

The new system has a very valuable social and economic property: it opens the possibility of
harmonizing the economic interests of owners of capital and hired personnel. The resulting growth in the
average salary fixes the cadres, attracts a better labor force, which increases the efficiency of production
and the mass of profit.

Economic interest encourages staff to innovate, creativity, enterprise - and this also entails an increase
in the work efficiency and competitiveness of the enterprise. All this leads to an increase in the cost of
business, growth of capital and income of owners.

When applying this system, the question arises about the minimum wage, less than which an
enterprise should not charge employees. According to the labor legislation, the minimum wage is
established by the state, and the enterprise has the right to be limited to it in case of a fall in production
[16].

The system of participation in business has a fundamental advantage over the systems of participation
in capital and profits in the field of labor motivation. It overcomes the weakness of these systems - a weak
motivating force.

In the mid-80s of the last century, representatives of the Harvard Business School conducted a study,
from which the important conclusion followed: the most important factor in reducing the competitiveness
of American industry in world markets is the weak ideologization of work in American companies.

To create a civilized market economy in Kazakhstan, this factor is also of great importance. In the
proposed wage system there is a section on corporate culture. In accordance with it, the formation of a
modern corporate culture in any organization begins with the collective development of corporate norms
containing the requirements of a high corporate culture, bringing these documents to every employee.

The following regulatory documents are being developed:

- - mission of the enterprise is a corporate document containing the main objectives of the
enterprise, reflecting its social role, the main principles of external and internal corporate culture. The
main groups of people whose interests are to be reflected in the mission of the enterprise are: customers of
the products and services of the enterprise, its employees, business partners, the local community and
society as a whole. The mission should be attractive, inspired, inspire and inspire the staff, sound like a
call for creation, moving forward;

- - the declaration on corporate values - a corporate document addressed on behalf of the enterprise
to the outside world, which solemnly proclaims the main principles of the corporate culture of the
enterprise;

- - rules of corporate business relations - a corporate document containing rules of conduct of the
personnel of the enterprise, norms of business relations both with partners and with colleagues on work;

- - rules of professional ethics - a corporate document containing the moral principles of work;

- - rules of internal labor regulations - an internal organizational and administrative document that
determines the work schedule at the enterprise;

- - Regulations on structural subdivisions and job descriptions of employees, forming a unified
system of interrelated documents. They are built on the basis of common principles and requirements for
their content and reflect the basic requirements of the Labor Code and other fundamental corporate
documents in force at the enterprise;
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- - The system of assessment and remuneration of labor is an internal mechanism whose purpose is
to create a system of motivation and stimulation of the work of personnel;

- - the system of strategic objectives of the enterprise - a corporate document reflecting the main
lines of business of the enterprise;

- - the plan of measures to create a high corporate culture of the enterprise - a document through
which it is possible to systematically and systematically form and develop the corporate culture of the
enterprise.

The system of strategic objectives of the enterprise consists of the following groups of objectives:

social - aimed at increasing the degree of satisfaction of employees with the conditions, organization,
content of labor, remuneration and labor relations in the enterprise;

- corporate culture - aimed at the formation of higher value standards, external and internal image of
the enterprise;

- strategic development - aimed at adapting the enterprise to continuous changes in the external
environment, shaping the attitude of workers towards development, change and continuous improvement
as a new way of life;

- marketing - aimed at conquering the market, finding new market opportunities, working to
promote products, goods and services;

- production and technical - are aimed at ensuring production of products in accordance with the
demand of consumers, the growth of technical and technological level of production, the introduction of
modern technology and technology:;

- financial - aimed at improving the financial condition of the enterprise;

- economic - aimed at increasing the economic efficiency of the enterprise.

CONCLUSION

In the process of adaptation of personnel, it is identified with the enterprise. The decisive role in this
is the corporate culture of the enterprise. [ 17] Each worker correlates his spiritual values with the values of
the enterprise. In the event that the values mostly coincide, the identification of the employee with the
enterprise takes place. If the values of the enterprise are alien to the employee, unacceptable, then there is
a contradiction between employee values and corporate values [18].

Between corporate culture and corporate benefits there is a direct link: the higher the value of
personnel, the more developed the system of corporate benefits. So, for example, in Japanese firms the
staff as a whole, and every single employee is highly valued. All this finds expression in a ramified system
of corporate benefits. Corporate benefits are aimed at achieving different goals: attracting and retaining
the personnel of the enterprise, creating a favorable social and psychological environment in the teams,
intellectual, moral and physical development of workers, strengthening health, organizing cultural leisure.
Along with this, corporate benefits motivate labor. Part of the benefits is distributed depending on the
labor contribution of employees, length of service, official position, etc.
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«Kapsxer akanemmsicen» AK. Mackey NIAS MEPhI
OHEPKOCIITIK KOCIIOPBIHJA ATAM KAITUTAJIABI JAMBITY/IbIH MOHUTOPHUHI'T

AnHoTanust. Makanana KepceTKimTep TOOBI TONBIFBIPAK a1aM KAITUTANBIHBIH MOPTEOCCiH KOHE MaiiianaHy
3epZerney YIUiH jkoHe OAaHIaHbICTHI MOHUTOPHHT YKBIM/IBIK CHOCK OaranayaaFsl KOCIIOPBIHHBIH, aFbIMIAFEI CHOCKAKBI
JKyleciHae 00IMay bl aHBIKTAJFAH, JCT aTal OTTi. aAaM PECyPCTapbIH JAMBITY >KYMBIC OPHBIHIA KOJIAHIIBI sKaFaannap
’kacay YINIH OIapapl eHepKacinTe OLmiM TaObICTHI KOJNJAHY VINIH Herid Oombim Tabbumamel. OchLiaiima, esre
afiMaKTapaa >Kalakbl KOFAphl JCHTEli, o3re aiMaKTapaa HIOTCKANbIK Kapbl3nap OOWBIHIIA TOMEH ITAHBI3IBIK
MOJTIICPIICMENICP 3CPTTCY OONBICHIHAA KOIIi-KOH MPOLCCTCPIHIH ocep Oap. AmaMm oJeyeTi, elaiH SKOHOMHKAIBIK
JKyHeciHiH Oip Oeiri, enmeri HHBECTUNMUIIBIK KIMMAT, KOJAIIbl HHHOBAIMAIAP KAJBINTACTHIPY TIKEICH acep eTyi
Heri3ri (hakroprapasiH Oipi OOIbII TAOBLIAIBL.
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MOHHUTOPHHI PAZBUTHUA YEJTOBEUYECKOI'O KAIIUTAJIA
HA MPOMBIINJIEHHBIX TIPEJOPUATHUAX

Annortamusi. B craree paccMoTpeHa TpyIIHpOBKA MOKA3aTelCH, MO3BOJLTIONIMX OO0JIee ACTAIBHO H3YUUTh
COCTOSIHHC W HMCIIOJb30BAHUC YETIOBCUCCKOTO KAMHUTAIA W OTMEUCHO, YTO OJaroaaps MOHUTOPHUHTY OBLIO BBIIBICHO
OTCYTCTBHE B CYIICCTBYIOIIECH CHCTEME OIUIATHI TPY/AA HA PACCMATPUBAEMBIX MPEANPUATHIX OUECHKU KOJUICKTHBHOTO
TpyAa. /sl pasBHTHS 4YEIOBEUCCKHUX PECYPCOB CO3JAHHC ONATONPHATHBIX YCIOBHH HA IPOM3BOJACTBE SIBILICTCS
OCHOBOH YCIICIITHOTO MPUMCHCHHUSA UMM CBOMX 3HAHHH HA MPCANPHUATHAX MPOMBINLICHHOCTH. Tak, 601¢e BBHICOKHI
VPOBCHB 3apILIATHL B APYTHX PETHOHAX, O0JCC HU3KHC NMPOLCHTHHIC CTABKH 0 MIIOTCYHBIM KPCIWTAM B APYTHX
peruoHax OKa3bIBAOT BO3ACHCTBHE HA MHUIPALMOHHBIC MPOLECCH B HUCCIACAYEMOM pPEruoHe. YenoBeuecKui
TMOTCHIMMAJ, BXOMIMMH B OSKOHOMHUCCKYHO CHCTCMY CTPAHBI, SBJICTCA OJHHM M3 OCHOBHBIX (DaKTOpOM,
OKA3BIBAOINUX HCMOCPCACTBCHHOC BO3ACHCTBHC HAa  ()OPMHPOBAHHC ONATONPHATHOTO HHHOBAIHOHHOTO,
HMHBECTULMOHHOTO KJIUMATA B CTPAHE.

KioueBnie c10Ba: TOMHTHKA, YIPABICHUE, UCIOBCUCCKUH KANMUTAJ, KOHKYPEHTOCIHOCOOHOCTH, MOATOTOBKA,
MEPENOArOTOBKA.




