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Introduction 

In the service sector, as in all sectors, enterprises, regardless of the scope of their activities, 

regularly make mandatory investments in human capital. These include labor costs or wages, 

mandatory allocations to off-budget funds and costs for mandatory training of employees. Some of 

the enterprises, especially those with a small scale of activity, are limited only to this type of 

activity.  In this case, the salary is a motivating factor for the employee, as well as one of the 

important elements of the formation and development of human capital. Large enterprises, in 

addition to mandatory investments in their employees, spend the following additional costs: 

employee training costs (optional for the employer), which usually include learning relevant 

professions, personal and professional development. Increasing the level of education of employees 

is one of the elements of human capital formation and development. As an incentive element, a 

social policy, which includes certain privileges and conditions for workers, applies in enterprises. 

This includes providing vacation or sanatorium tickets that have a positive effect on the employee's 

health, which is considered one of the main elements of human capital, providing additional 

insurance to the employee to solve the health problem, and making social payments to support 

employees in a certain life situation.. 

Materials 

Another important reason for investing in the formation and development of human capital is 

the development of innovative activities in the enterprise. A person's ability to design, start and 

implement new technologies, new products, that is, to participate in the innovation process, is an 

important element of human capital today. In the course of the research, it was proved that one of 

the factors determining the contribution of human capital to the company's income is innovation 

costs. As a rule, these costs include the costs of encouraging innovators working in the enterprise 

and the costs of creating a favorable environment for the activation of innovative act ivities in the 

enterprise1. 

Even when choosing workers with experience in their field, it is necessary to conduct the right 

incentive policy and retain them in the enterprise, because the experience gained by the employee 

in his enterprise is more important than the experience gained in another enterprise, because each 

enterprise has its own characteristics, and experience has a significant impact on labor productivity 

and their work involvement in the process is important for the implementation of innovation policy. 

A large turnover (exchange) of employees forces the enterprise to incur additional costs for the 

                                                             
1 Dauletmuratov A. M. Factors of formation and development of human capital in the enterpreise. // Scientists of the 
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selection of qualified personnel. This can have a negative impact on the productivity and innovation 

activity of the enterprise. 

Taking into account the above, we can express the system of investing in the formation and 

development of human capital in an innovative-active enterprise as follows (Fig. 1). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. The system of investing in the formation and development of human capital in the 

enterprise2 

It is impossible to create a system of formation and development of human capital in an 

enterprise without a system of principles. The system of principles of formation and development 

of human capital consists of a set of interrelated elements, the use of which allows creating a system 

of formation and development of human capital that is more effective for the enterprise3. The 

principles of this system include: 

                                                             
2 Developed by the author 
3 Khudyakova E. G. Human capital as a factor in the competitiveness of an enterprise / E. G. Khudyakova // International 

Research Journal. - 2015. - No. 6 (37) (part 3). - S. 124-126.   
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• to achieve the main goal of the enterprise. The essence of this principle is that the process 

of formation and development of human capital must be closely related to the production activity 

of the enterprise; 

 scholarship and relevance. The formation and development of human capital should be 

based on the achievements of modern science and meet current requirements; 

 ease of implementation. This principle is based on using the successes of hierarchical 

management systems at all levels and implementing them;  

 thrift. All processes of building the system should be carried out with minimum costs; 

 continuity. The system and all its processes must work continuously; 

 perspective. When implementing the system, it is necessary to take into account its role 

in the future development of the enterprise; 

•  complexity. All elements of the system must interact and push towards a common goal; 

•  individuality. The system is aimed at the formation and development of all elements of the 

human capital of the enterprise, but it should take into account the specific characteristics and 

development of the needs of each capital carrier. 

Thus, the performed analysis allows us to conclude that the introduction and implementation 

of the human capital formation and development system in the enterprise is a complex process that 

requires compliance with a number of principles and conditions. At the same time, this system will 

have certain characteristics in an innovative-active enterprise. They include additional investments 

in the formation and development of human capital in the enterprise, in particular, to bring out the 

innovative abilities of employees. That is, an innovative-active enterprise strives to fully form and 

develop human capital using all possible means, but it is appropriate to develop a human capital 

evaluation model to see how reasonable these measures are and how to evaluate their effectiveness. 

In the course of the research, it is shown that the innovative development of service sector 

enterprises depends on human capital and the financial indicators of the enterprise depend on 

investments in human capital, it is necessary to take these factors into account when developing 

the human capital assessment model of the enterprise. 

Experience shows that domestic and foreign approaches to human capital assessment all have 

their own characteristics and shortcomings. As a rule, the complexity of the existing technique 

consists of difficulties in obtaining the necessary data for calculation. Therefore, it is necessary to 

take the most common cost approach as the basis of the developed model, the methodology that is 

most convenient and realistically reflects the value of human capital (the general methodology for 

calculating the international index of human potential) to be used as a methodological basis for the 

formation of the model. 

In the model developed based on a combination of macro- and micro-level approaches, the 

human capital of the enterprise is considered not only as an independent economic unit, but also 

as a high-level element of the economic system. Taking into account the factors influencing human 

capital on innovative development allows taking into account modern economic trends. 

Within the framework of the conducted research, the main conditions of the model for 

evaluating the value of human capital in the enterprise are supplemented by the following: 

• the need to assess human capital; 

• taking into account the company's investments in human capital; 

• use of indicators reflecting the results of innovative development of the enterprise; 

• consideration of employee motivation; 

• ensuring the return on investment in human capital. 
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The conducted correlation-regression analysis shows that innovative activity and investments 

made in it have a positive effect on the income of the enterprise, the innovative, rationalizing and 

inventive activity of the enterprise is a product of the use of human capital of the employees of this 

enterprise. It follows that the result of innovative activity is determined by the use of highly 

developed human capital. The existing (applicable) human capital evaluation methods do not take 

into account the motivation of its carriers, but this factor plays a major role in maintaining the 

formed and invested human capital carrier. For example, the main subjects in the involvement of 

an innovative project in the enterprise are the management team of the enterprise, and the subjects 

implementing the project are the specialized and working employees of this enterprise. As a result, 

if the enterprise does not have enough human capital, even the most successful innovation project 

may fail. Inadequate employee motivation is reflected in their frequent turnover, as a result of which 

a newly hired employee, even with high human capital, undergoes an adjustment period that 

requires a certain time, which means a loss of time and opportunities for the employer.  In this 

regard, it can be noted that employing an employee with a high level of innovative ability is not the 

most profitable position for the employer in relation to the training, improvement and development 

of the existing employee at the enterprise. 

Wage coefficient defined by many economists is a separate indicator, which is taken into 

account in the model developed from the quality of investments in human capital, because labor 

costs are a remuneration for the use of human capital, as well as a motivating factor. 

Methods 

Methods such as logic, induction and deduction, analysis and synthesis, comparative analysis, 

statistical and comparative analysis, correlational and regression analysis, scientific abstraction, 

complex evaluation were used in the research. 

Results 

Thus, using the main principles of the applicable methods, as well as taking into account the 

generally accepted and specific factors of the formation of the human capital of the enterprise, it is 

proposed to carry out the evaluation of the human capital of the enterprise as follows: 

VHC = I * ICHCIDE  

here, VHC is the value of human capital, swm; 

I – employer's investment in human capital, swm; 

ICHCIDE – index of the contribution of human capital to the investment development of the 

enterprise, in unit shares. 

Based on the above indicators, it should be said that human capital expenditures may not 

always have a full return, and considering the index of "investment in human capital" as the index 

of the contribution of human capital to the innovative development of the enterprise reflects the 

value of human capital, taking into account the impact on the innovative development of the 

enterprise. 

Correlation-regression analysis shows that the contribution of human capital to the company's 

income depends on the following factors: 

• expenses for innovative activities; 

• the number of employees who passed training and retraining courses during the year; 

• the number of employees with more than three years of work experience. 

Thus, the financial status of the enterprise in the service sector depends on what kind of human 

capital it has and how this human capital participates in the innovative activities of the enterprise. 

Therefore, the indicator "Index of the contribution of human capital to the innovative development 

of the enterprise" should take into account the following two elements: 
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1) innovative development of the enterprise, which is the result of the formation and use of 

human capital; 

2) development of human capital. 

ICHCIDE  = IIDE × IHCD 

here, ICHCIDE - is the index of the contribution of human capital to the investment development 

of the enterprise, in unit shares; 

IIDE – the innovative development index of the enterprise (reflects the efficiency of human 

capital used in the innovative development of the enterprise), in unit shares; 

IHCD – human capital development index (reflects the level of influence of the existing human 

capital in the enterprise on its innovative development), in unit shares. 

It is proposed to define the innovative development index of the enterprise as the average 

geometric product of investments in the human capital of the enterprise, because innovative activity 

is the result of highly developed human capital and the efficiency of innovative activity in a certain 

period: 

𝑰𝑰𝑫𝑬 = √𝐜𝑯𝑪𝑰 × (𝟏 + 𝐜𝑰𝑨𝑬) 

 

here, IIDE - is the innovative development index of the enterprise, in unit shares; 

cHCI – human capital investment coefficient (this indicator reflects the share of human capital 

development costs in the total costs of the enterprise), in unit shares; 

cIAE – efficiency coefficient of innovative activity (this indicator shows the degree of 

influence of innovative activity on the financial condition of the enterprise), in unit shares. 

 

cIDE = 
𝐈

𝐭𝐡𝐞 𝐭𝐨𝐭𝐚𝐥 𝐜𝐨𝐬𝐭 𝐨𝐟 𝐭𝐡𝐞 𝐞𝐧𝐭𝐞𝐫𝐩𝐫𝐢𝐬𝐞
, 

 

where, I - is the employer's investment in human capital (mandatory and additional expenses 

of the employer on human capital), swm. 

In most cases, the economic result of attracting innovation in the enterprise is considered as 

the result of innovative activity and is calculated as the difference between the economic result of 

the activity and its costs. These indicators are shown as an internal report on the development of 

innovative activities of the enterprise. One of the main indicators affecting the financial condition 

of the enterprise is the "total costs of the enterprise", most innovative projects are aimed at reducing 

it, therefore, it is proposed to determine the coefficient of efficiency of innovative activity as 

follows: 

 

CIAE = 
𝑡ℎ𝑒 𝑟𝑒𝑠𝑢𝑙𝑡 𝑜𝑓 𝑡ℎ𝑒 𝑖𝑛𝑛𝑜𝑣𝑎𝑡𝑖𝑣𝑒 𝑎𝑐𝑡𝑖𝑣𝑖𝑡𝑦 𝑜𝑓 𝑡ℎ𝑒 𝑒𝑛𝑡𝑒𝑟𝑝𝑟𝑖𝑠𝑒и

𝑡ℎ𝑒 𝑡𝑜𝑡𝑎𝑙 𝑐𝑜𝑠𝑡 𝑜𝑓 𝑡ℎ𝑒 𝑒𝑛𝑡𝑒𝑟𝑝𝑟𝑖𝑠𝑒
, 

 

Based on the logic of its definition, the essence of the indicator "Index of innovative 

development of the enterprise" is always a non-negative indicator. 

Looking at the indicator under the square root, it can be said that the coefficient of investment 

in human capital cannot be greater than 1, because it is equal to the ratio of human capital costs to 

the total costs of the enterprise. 
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Figure 2. Differential value of the innovative development index of the enterprise (in 

percentage of units) 

 

The coefficient of innovative activity, which is determined by the ratio of the innovative 

activity of the enterprise to the total costs of the enterprise, in turn, may have a negative character, 

because the innovative activity may not always be positive. But in addition to the negative 

character, the efficiency coefficient of the innovative activity of the enterprise and the coefficient 

of costs for the development of human capital do not exceed 1, because both positive and negative 

values may not be equal to the total costs of the enterprise. This may be the case with high-risk 

innovations (venture), which are rarely introduced by enterprises. In the event of a negative result 

on the coefficient of innovative activity, the positive value gives its sum with 1. 

Thus, the coefficient of investments in human capital can be from 0 to 1, and the coefficient 

of innovative activity of the enterprise can take a value from -1 to +1. 

For the purposes of differential management, we graphically show the general scale of the 

enterprise's innovation development index value: from 0 to 0.3 as a low level of enterprise 

innovation development, from 0.31 to 0.6 as an average level, above 0.6 as a high level (Figure 2). 

Discussion 

The index of human capital development represents the level of influence of the existing 

human capital in the enterprise on its innovative development in the future, it must include the main 

elements of human capital that have a positive effect on the financial condition and innovative 

development of the enterprise. 

According to correlation-regression analysis, such elements include: 

- the work experience of employees (taking into account the specific characteristics of the 

field), the more time an employee has worked in a certain field, the more practical knowledge he 

acquires directly in this field, which differs from the theoretical knowledge he received in an 

educational institution, based on this, the employee's opportunities to create and implement 

innovative projects expands so much. Because the period of up to three years for an employee who 

starts working in a certain enterprise is the adaptation period, during which the employee learns 

practical knowledge, skills, and specific features of the enterprise. The proposed model considers 

the share of employees with more than three years of work experience in the relevant service sector 
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compared to the average number of employees of the enterprise. We designate this coefficient as 

the coefficient of experience (ce); 

- continuous development, retraining, upgrading of the company's employees. Since 

knowledge has the ability to become obsolete, the creation of new technologies and products 

(services) requires a modern view of the world and modern knowledge of the profession, therefore 

it is necessary to train, retrain, improve and develop not only the management staff of the enterprise, 

but also all personnel. Since training, retraining and retraining of personnel is a very expensive 

business, no enterprise can train, retrain and retrain all employees every year, as a result of which 

the number of trained employees should be analyzed for three years. We define this coefficient as 

the vocational training coefficient (cvt); 

Also, according to the results of the correlation-regression analysis, in addition to the selected 

indicators, it is necessary to take into account the factors of employee motivation, which is inversely 

proportional to the level of personnel turnover. We define this coefficient as the personnel 

motivation coefficient (cpm). 

Thus, the human capital development index of the enterprise was defined as the geometric 

mean value of the above indicators: 

𝐈𝐇𝐂𝐃 =  √𝐜𝐞 ∗ 𝐜𝐯𝐭 ∗ 𝐜𝐩𝐦
𝟑  

 

𝐜𝐞 = 
the number of employees with more than three years of experience in the field

average number of employees
, 

 

where ce is the experience coefficient of employees, in unit share, 

 

cvt = 
𝑛𝑢𝑚𝑏𝑒𝑟 𝑜𝑓 𝑒𝑚𝑝𝑙𝑜𝑦𝑒𝑒𝑠 𝑡𝑟𝑎𝑖𝑛𝑒𝑑 (𝑟𝑒𝑡𝑟𝑎𝑖𝑛𝑒𝑑 𝑎𝑛𝑑 𝑟𝑒𝑡𝑟𝑎𝑖𝑛𝑒𝑑) 𝑤𝑖𝑡ℎ𝑖𝑛 𝑡ℎ𝑟𝑒𝑒 𝑦𝑒𝑎𝑟𝑠)

𝑎𝑣𝑒𝑟𝑎𝑔𝑒 𝑛𝑢𝑚𝑏𝑒𝑟 𝑜𝑓 𝑒𝑚𝑝𝑙𝑜𝑦𝑒𝑒𝑠 (𝐴𝑁𝐸)
  

 

where cvt is the coefficient of professional training of employees, in unit share, 

 

𝐜𝐩𝐦 =
1

(number of employees dismissed at will for no good reason)/ANE)∗100
 

 

where cpm is the coefficient of employee motivation, in unit percentage. 

The product of these coefficients is related to the need to consider the degree of influence of 

these factors on the general indicator, to determine the value of each coefficient and its impact on 

the overall indicator. At the same time, the coefficient of employee encouragement (motivation) is 

inversely proportional to the level of staff turnover, excused reasons for voluntary resignation 

(except for good reasons) include: moving to a permanent place of residence in another region, 

taking care of a child until the age of 2, and the law of the Republic of Uzbekistan other reasons 

specified in the documents. It should be noted that if one of the above indicators (c e, cvt, cpm) is 

equal to zero, it is not taken into account in the calculation. 

The human capital development index, as well as the innovation index of the enterprise 

considered above, cannot have a negative value, since the values of the used coefficients are non-

negative values. Thus, the experience coefficient can take a value from 0 to 1, since the number of 

employees with more than three years of work experience in the field (enterprise) should not exceed 

the average number of employees.  The coefficient of professional training can take a value from 0 

to 3, because the number of trained people can be three times its number, provided that all 

employees are trained in three years. The coefficient of employee motivation depends on the 

coefficient of personnel turnover in service sector enterprises, and to calculate its value, we 

http://www.wsrjournal.com/


World scientific research journal 

 

www.wsrjournal.com                                                                  Volume-9_Issue-1_November 2022 17 

calculate the speed (norm) of personnel turnover in the service sector. In turn, the level of employee 

turnover depends on many factors, for example, the territorial location of the enterprise, the scope 

of activity and the characteristics of industries. Many companies calculate this rate for their own 

company, taking into account these and other factors. Taking into account that the model will be 

tested in enterprises of the service sector located in the same region, it is proposed to determine the 

average value of the staff turnover coefficient using the method of "benchmarking" (comparison of 

the best practice), for which the average value of the staff turnover coefficient is calculated between 

the studied service sector enterprises. 

 
Figure 3. A differentiated scale of human capital development index values 4 

 

The value of turnover rate among the considered enterprises varies from 2.0% to 10.0%, and 

the calculated turnover coefficient for the service sector is 5%. Thus, the value of the employee 

motivation coefficient can vary from 0.1 to 0.5, but an average value of 0.2 should be used as a 

guideline. It should be noted that the staff turnover rate in large enterprises does not reach 4%, and 

in small enterprises it even reaches 10%, which shows that the policy of motivating and retaining 

its employees is more effective for large enterprises. 

Thus, taking into account the value ranges of the coefficients that make up the human capital 

development index, we can conclude that the value of the human capital development index itself 

can vary from 0 to 1. Differentially, we can define ranges with specific values. So, from 0 to 0.30 

- a low level of human capital development; From 0.31 to 0.60 - the average level of human capital 

development; If it is higher than 0.6, it means a high level of human capital development in the 

enterprise (Figure 3). 

When comparing the values of the indices of the innovative development of the enterprise 

and the development of human capital, the value scale of the index of the contribution of human 

capital to the innovative development of the enterprise is determined, which can be taken from 0 to 

1, where: 

- from 0 to 0.3 - insignificant contribution of human capital to the innovative development of 

the enterprise; 

 - from 0.31 to 0.6 - sufficient; 

- if it is higher than 0.6, it is important (Figure 4). 

                                                             
4 It was developed by the author based on the results of the analysis 
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Figure 4. A differentiated scale of the values of the index of the contribution of human 

capital to the innovative development of the enterprise, in unit share5 

 

Conclusion 

Thus, the proposed approach to determining the value of human capital in the enterprise 

reflects the value of the human capital of the enterprise, taking into account the impact on the 

innovative development of the enterprise. By comparing the costs of human capital and its real cost 

calculated by the proposed method in the dynamics of a certain period, we can draw a conclusion 

about the state of human capital in the enterprise and the efficiency of its use. 
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