information than it is necessary. To save time manager needs to develop a ra-
tional approach to acquire information.

It can be concluded that the time management concern in a great degree of
organization of working time. Manager should strive to the proper distribu-
tion of time, based on personal interests and business interests. Learning
to manage time — task not for a weak man. Power over time is only given in a
continuous struggle with the "time waster", namely meetings, discussions, tel-
ephone calls and letters, which are totally unnecessary. So, how well
the manager will implement the principles of their work efficient use of time,
depends primarily on himself and on his willingness to work rational.
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HUMAN CAPITAL: ASSETS OR LIABILITIES?

Sabina Svirskaya

The object of my scientific research is human capital. To be precise,
people’s attitude to it (whether it is an asset or a liability).

In my scientific research I have highlighted the definition of the term hu-
man capital, which is a measure of the economic value of an employee's skill
set.

As for the attitude to human capital, there seems to be two distinct camps
when it comes to how people are viewed within an organization. They are
considered primarily as assets or liabilities (costs). When most people think
about asset classes, things like stocks, bonds, real estate and commodities
come to mind. It is the camp that believes its human resources are costs, over-
head expenses much like any other expense that can be reduced or eliminated
for short term gain. However, most organizations would loudly protest! After
all, they go to great lengths to communicate how they value their employees
and make every effort to “do the right thing” by them. But I believe the ulti-
mate test is in how people are accounted for in the firm’s financials — salary
expense, headcount, benefit expense, training expense, etc. all of which are
costs typically most affected by “belt tightening” when last quarter’s (or last
year’s) earnings turn out to be less than expected. That is why, I have also
pointed out the necessity of investment in human capital and human resources
as well, because human resources and human capital are tightly integrated.
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So, after analyzing some scientific literature, there were made the follow-
ing conclusions:

1. People are assets that must be valued, measured, and developed. People
are not hard assets that depreciate in value and can be written off; they are
dynamic assets can increase in value with time.

2. Over the years, the terms used to describe staff and employees in busi-
nesses have changed. We have moved from "personnel" to "human resources"
(HR) and now "human capital". Other phrases, such as "talent management"
have also emerged.

3. The most successful companies and most successful countries will be
those that manage human capital in the most effective and efficient manner.

4. Whether you are a small business or in a family owned business the
competition is so fierce and change is so fast, that any competitive edge
gained by the introduction of new processes or technology can be short-lived
if competitors adopt the same technology. But to implement change, their
people must have the same or better skills and abilities.

5. People promote innovations and bring in creativity and advancement to
your business, which in the long run makes it profitable and prosperous.

6. In today's competitive global market environment, an organization’s
primary assets are its valuable human capital. That is why, for successful
companies today, management goes beyond capital assets. It involves consis-
tent, long-term investments in committed, talented people.

TEOPHUSI COBEPIIEHHOW KOHKYPEHIIUHU B. OMKEHA.
COBPEMEHHAS DKOHOMMUKA BEJIAPYCH

N. O. XyaHuukuii

CounanbHOE PBIHOYHOE XO34ICTBO, peanu3oBaHHoe B denepatuBHon Pec-
nyonuke ['epmanuu (OPI), saBisieTcss 0HON U3 caMbIX YCHEIIHBIX MOJeNen
pa3Butus. B Hell B opraHMuecKoM €IMHCTBE YAAJIOCh COBMECTUTH 3 (HEKTUB-
HBI KOHKYPEHTHBI PBIHOK, OJaronpHUsATHBINA TpeIpUHUMATEIbCKUI KIUMAT
Y TPUHILMIBI COLMAIBHON crpaBeauBOCTH. OCOOEHHOCTHIO COLUATBHOIO
PBIHOYHOI'O XO3SIMICTBa SABJIAETCS TO, YTO 3Ta JuOepaibHasi, B CBOEH OCHOBE,
cUCTeMa IIPEAIoaracT CHIBHYIO T'OCYJAapCTBEHHYIO IOJUTHUKY, KOTOpas, B
YaCTHOCTH, aKTUBHO Y4aCTBYET B €0 CTAaHOBJIECHMM. Takas IOJUTHKA O3HAYA-
€T HE UHTEPBEHLIMOHU3M, T.€. HE BMEILIATEIICTBO B XO35UCTBEHHBIEC IIPOLIECCHI
U CTPYKTYpY, @ JOPMUPOBAHKE U U3MEHEHHE XO35UCTBEHHOTO nopsiaka [1].

OaHUM 13 OCHOBOIOJIOXKHUKOB, KOTOPBIM peanpuHsiI GyHIaMeHTalbHbIE
MOMBITKM CHUCTEMAaTHU3allul KOHKYpPEHTHOro mnopsiaka Obul Banbrep Oiiken,
OJIMH U3 CaMbIX M3BECTHBIX MpejactaBuTenel dpaitbyprekoil mkosbl. OikeH
BUJIE]I OCHOBHOM MCTOYHHUK O€ll COBPEMEHHOI'0 PHIHOYHOTO 00IlecTBa B MO-
CTEIICHHOM MOHOIOJIM3alMM JKOHOMMKH, YIPOXKABIIEH YHUYTOKECHUEM
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