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Abstract: "Human capital” is not only an important part of a company's intangible
assets, but aso a value whose share in the structure of total company assets is growing
over the long term. Professional management of human resources, which contributes
to its formation, thus increasingly acquires the role of an important function capable of
both directly and indirectly contributing to increasing the market value of the
company. The prerequisite is his ability to focus investments in human resources in the
right direction and guarantee their effectiveness, i.e., the return on human resource
investment. The article deals with the growing importance of human capital and its
reasons, its components and methods of its creation. Its main focus lies on factors
promoting the effectiveness of human resource investments, its indicators as well as
on conditions and circumstances contributing to its increase. Using the method of a
qualitative survey, it aims to find out, to what extent is the issue of HR investments’
effectiveness taken into consideration by mid-sized and bigger companiesin the Czech
Republic in their HR capital formation and which methods do these companies use to
promote these characteristics.
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1 Introduction

One of the distinct trends concerning the economics of
corporations of developed countries, which has been more and
more transparent for about 30 years, is the increasing share of
the value of their intangible assets within their total (market)
value (Anghel, 1., 2008; Bechtel, R., 2007; Boekestein, B.,
2006). Due to its nature, however, this fact can only be proven
rather indirectly, but it is vividly captured by the example of the
American economy, where the availability of range of indirect
data testifying to thistrend is the largest.

While 30 years ago, the market and book vaue of the 3,500
largest American companies were practically equal, twenty years
later the book value of these companies represented aready less
than thirty percent of their market value (Ciprian, G.G., et d.,
2012). In the case of the 500 largest companies, evaluated by
Standard and Poor's, their accounting value, including primarily
the value of equipment and inventory, corresponded to only one-
sixth of their market value at that time. The decisive part of the
total value of the companies was thus created by the (at first
glance) hidden value of their intangible assets (Pasban, M.R., &
Nojedeh, S., 2016). In the following years, this trend continued
(Y osof Boroujerdi, R., et a., 2020).

Intangible assets of a company represent a part of itsvalue that is
not directly related to its tangible or physical assets recorded in
the company's balance sheet (Kalitanyi, V., & Goldman, G.A.,
2021). They include the results of its research and development,
the files of its regular customers, the value of its well-known
brands, but also the value of the knowledge, skills, motivation
and loyalty of its employees, including the value brought to the
company by the way its employees are managed, which
contributes to the aforementioned assumptions. Within the last
category, i.e, the vaue that the method of managing its
employees has for the company, mainly those methods of human
resource management are important, which are difficult for other
companies to imitate, due to the specific know-how on which
they are based (Hayton, J.C., 2004).

The collective term for this value is the company's human
capital, which is created by the company by investing in human
resources, primarily through education, training and the

development of human resource management methods that
increase employee productivity, or production quality.

An important consequence of the aforementioned trend is that
the value of large corporations (and above al the value of the
most successful of them) can no longer be derived only from the
items included in their balance shest, i.e., from its balance sheet
value or amount. The traditional balance sheet indicators of a
company's assets capture only part of the information that is
needed for its market evaluation, which is most often carried out
on the basis of its market capitalization, i.e., the total value of its
shares on the stock exchange.

In order to fill the corresponding "information gap", i.e.,
understanding the difference between the company's balance
sheet (book) and market values (its market capitalization), which
today business owners are beginning to call for, information
about the company's intangible assets, including its human
capital, is needed (DiBernardino, F., 2011).

This information is not yet regularly published by companies
(for example in their annual reports) but its publication is on the
rise, with a clear goal - to interest investors and indicate the
reason why the market value of the company is higher than its
accounting value. The main emphasisis usually put on indicators
related to employee performance management; indicators used to
inform about these methods cover usually the following
(mutually related) metrics: share of company employees with an
approved personal performance plan (with set personal
performance goals), the proportion of managers with an
approved personal performance plan, share of company
employees with an approved persona development plan, share
of managers with an approved personal development plan, the
proportion of employees and managers undergoing regular
performance evaluations, share of development activities
completed in accordance with the plan, share of development
activities that met their goals, etc. (Krausert, A., 2016).

Other, less frequently publicized information concerning
methods of methods and results of human resources
management, cover their selection, development, remuneration,
methods of communication with employees, occupational safety,
employee satisfaction, the share of women in the total number of
senior employees, etc.

A similar, sometimes even more important change as that
concerning the increasing share of the intangible assets within
the total (market) value of companies appears to develop in the
relation between the market value of companies on the one hand
and their profits on the other. The fact is that this relationship is
gradually weakening (Crass, D., & Peters, B., 2014).

Put in other words, two businesses operating in the same
industry and earning nearly the same profits can have
significantly different market values (Hgjrullina, A.D., &
Romadanova, O.A., 2014). Again, the reason behind this
development are different intangible assets of these companies.
These assets are namely an important factor in the confidence of
business owners in the future company including its future
profits.

This phenomenon can be illustrated on a simple example using
P/E (price-earnings ratio) indicators. The P/E ratio is defined as
the ratio of a company's share price to earnings per share. For
example, if the share price of a certain company reaches the
value of CZK 60 and its profit per share is at the level of CZK 3,
then the P/E indicator will be equal to twenty (60/3). Practically,
this means that the investor, buying the shares of the given
company, is willing to pay twenty crowns for every crown of
profit of the given company. If the company's P/E is lower, for
example 17, it means that investors are willing to pay only CZK
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17 for one crown of the company's profit at a given moment.
Their confidence in the company as an investment opportunity is
lower.

What follows from the above, in the case of publicly traded
companies with at least a medium-term financial history, is that
the development of their intangible capita can be
evaluated/estimated by comparing the development of their
profits with the development of their share prices or their total
market value. If the development of the company's stock priceis
faster than the growth of profits, the intangible assets of the
company are growing which is reflected in the growth of the
company's stock price. Conversely, if the development of the
company's share price is slower compared to the development of
profit, it means that the value of the company's intangible assets
is decreasing.

For corporate management whose financial compensation is
related to the development of the share price, or the market value
of the firm, this has a fundamental consequence. The
management of a company whose share price growth is
developing more slowly than its earnings growth may have a
number of plans to increase corporate profit, but if it is not able
to increase the company's intangible assets to be reflected in the
P/E ratio, its shareholders are too they will not be satisfied, and
this circumstance may aso be reflected in the development of
corporate management remuneration.

2 Theoretical background

Intangible assets, representing the decisive source of a
company's market value, do not include the value of its human
capital only (Hilorme, T., 2016). They can include the value of
company patents, copyrights and protected trademarks, its
goodwill (reputation on the market), loyalty of its customers, etc.
The quality of the company's human resources, their abilities,
motivation and work commitment, as well as the effectiveness of
their management, for example the effectiveness of their
development, performance-based remuneration, etc., are not only
an important part of intangible assets as such, but also an
important prerequisite for the growth of the value of other assets
that fall into this category (Cucaro, O., 2017; Seo, H., & Kim,
Y., 2020). The reason is that the prerequisite for the creation and
development of intangible assets are the abilities of employees
and managers (Afiouni, F., 2013).

As a rule, the intangible assets of the company are
monitored/classified primarily according to their materia nature.
From the human resources and their capabilities, they can,
however, be divided into four even more basic categories
(lwamoto, H. & Takahashi, M., 2015). According to most
authors (Lin, C., 2017; Mayo, A., 2016), they consist of:

= credibility of the company and its management. Its
prerequisite or decisive factor is its ability or habit to keep
promises, to create favourable but at the same time realistic
expectations of further company development, as well asthe
ability to maintain and develop the good reputation of the
company in relation to its owners, business partners,
customers and employees. Keeping promises in relation to
partners or stakeholders facilitates business relations,
improves relations with customers, increases the motivation
and loyalty of employees and prevents the emergence of
conflicts in relations with the external environment of the
company (Zeb, A., et a., 2018),

= aclear and convincing strategy for the future development
of the company, showing how the company will continue to
develop (innovate its products, expand its markets,
strengthen its competitiveness, etc.), and thus increase its
value. A convincing strategy creates confidence in the future
development of the company, both on the part of investors
and employees (Lenihan, H., 2019),

= professiona and technical skills necessary to implement the
corporate  strategy. The company's research and
development, production knowledge and technology, sales,

marketing and logistics procedures, quality control, etc.
contribute to their creation (Subramony, M., et a. 2021),

= the organizational and management capabilities of the
company including, above al, the managerial and leadership
qualities of its senior managers, reflected in the smooth
cooperation among individual parts of the company, in the
company's ability to innovate and implement changes,
quickly introduce new products and services to the market,
shorten the product cycle, develop and use one€'s talents, to
behave responsibly towards customers, etc. They aso
include the way of managing and developing individual
employees, especially setting their goals and evaluating their
work, creating appropriate corporate culture, etc. These
factors are then reflected in the company's ability to acquire
and retain the most capable workforce in its industry
(Kucharéikova, A., & Miciak, M., 2018).

Intangible assets, linked to the capabilities of human resources,
including the capabilities of the company's management team,
contribute to the overall competitiveness of the organization as
well as its unique identity (Hamadamin, H.H., & Atan, T., 2019;
LiZbetinova et a., 2022). The reason is that these assets can only
partly be imitated by competing entities, unlike, for example,
products or technologies (Handayani R., 2020). Deficiencies in
these assets, however, do understandably have the opposite
effect, and can lead to a decrease in the overal vaue of the
company.

Investing in human capital

The abilities summarized in the categories mentioned above
cover not only the main components of the company's human
capital, but also the main directions in which human resource
management can contribute to its creation, thereby contributing
to the overall value of the company (Kalita, K., & Das, A., 2022,
Hitka et al., 2021). The importance of personnel management in
the creation of these intangible assets corresponds to the long-
term shift of its role from an administrative function without
greater added value to a function whose added value is
substantial (Al-Ghazawi, M., 2006, Skypalova et a. 2022). This
corresponds to the requirement, based on the experience of
companies with successful creation of human capital, that these
activities, in a rough estimate, should, timewise, cover
approximately 60% of human resources management activities
(lwamoto, H., & Suzuki, H., 2019).

Human resources managers or specialists do often have
difficulties analysing HR management activities in terms of
financia indicators, in away which is common in other areas of
business management (Hidayat, M., 2018). The reason is not
only the more difficult financial capture of personnel aspects of
management, but also the fact that the benefits of HR
management measures are usually not immediate but, in contrast
to their costs, rather long-term. However, the logic of investing
in human resources is inexorable. If increasing investments in
human resources are to be reflected in an increase in human
capital as well as the of the corporation overall value, their
effectiveness must be evaluated (Mahmudah, F., et a., 2017;
Roca-Puig, V., et a., 2019; Jurasek et. al., 2021). The returns of
these investments have thus to be based on similar or even the
same rules as the evaluation of other companies” investment
expenses (Mihardjo, L., et al., 2020).

Expressed in other words, if HR professionals are to be able to
objectively justify their investment and/or HR measures
proposals (e.g. proposals regarding the introduction of
competency models for individua jobs, performance
management systems, career planning, e-learning, etc.) the
planning and evaluation of these investments should be based on
the usua principles of cost/benefit analysis, including the
analysis of risks with which these expenses and corresponding
measures may be associated (Jacobson, W.S,, et d., 2014; Park,
S, etal., 2017; Zakharova, O., & Kratt, O., 2014).

This applies in spite of the fact that the calculation of costs, and,
above al, estimating the benefits of personnel expenses and
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measures, encounters certain technical difficulties. There are,
however, basically five options (criteria) for evaluating the
results of personnel programs or measures which differ in how
demanding a criterion they use to evauate the benefit of a
certain measure. Their practical use is usually related to how
accurately the results of this measure can be determined, or
quantified. Individual methods of evaluating the results of
personnel measures can aso be combined. During the
implementation of a certain measure, especialy if its costs are
increasing, verification of its effectiveness may require to use a
more demanding criterion (Mondore, S., et a., 2011).

The simplest, but also the least accurate, criterion for their
evaluation consists in ascertaining the reaction of managers and
employees to its proposal or in verifying their satisfaction with
its benefits. An example could be a survey prior to the
introduction of a new remuneration system asking a question
such as: "Do you think that this remuneration adjustment will
lead to the fact that the attention of employees is more focused
on the main goals of their workplace?" Anocther frequent
example can be the evaluation of the benefits of a training event
by its participants or managers satisfaction with the results of
the new adaptation program.

A benefit analysis based on an oral or written survey of
employees related to this measure may be sufficient to evaluate a
number of HR programs or measures. It is particularly suitable
for shorter programs or less financially demanding measures, as
well as in situations where the satisfaction of employees or
managers with a given measure (for example, evaluation of its
fairness, appropriateness, ability to facilitate work, etc.) is very
important for its success.

The second evaluation option is based on the assessment of
results in the form of newly acquired knowledge and information
that a certain new personnel measure brought to the employees
(Schneider, M., 2018). An example could be the verification of
the benefits of the training program based on a test of the
knowledge that the employees have acquired, or the verification
of the knowledge about the company that the newly hired
employees took away from the completed adaptation program.
The use of this criterion is appropriate if the acquisition of
certain specific knowledge or information is very important for
employees in terms of the correct performance of their work or
their motivation.

The third, more demanding way of verifying the results of
personnel programs is based on the assessment of whether the
measures lead to changes in the behaviour of employees. An
example can be finding out whether employees use newly
acquired information or skills in practice and whether they are
able to develop them further.

If personnel programs or measures require significant
investments, previous methods of verifying their results may be
perceived asinsufficient. In this situation, the management of the
company may reguest that more demanding methods be used to
verify their effectiveness. The solution is to use the fourth or
fifth method of evaluating the results of personnel measures. The
fourth level of verifying the effectiveness of personnel
investments or measures consists in determining their impact on
measurable performance indicators. Examples can be savings
achieved, increased productivity, reduction in the proportion of
waste, etc. Evaluation of this type may come into consideration,
for example, when assessing the results of a program aimed at
increasing employee satisfaction.

The fifth and most demanding level of evaluation of the
effectiveness of personnel measures focuses on the direct
measurement of their financial return using the ROI indicator
(Bontis, N. & Fitz-enz, J., 2002; Ben-Gal, H.C., 2019). This
requires fully defining the costs and benefits of the measures in
financial terms and comparing them with each other (Iwamoto,
H. & Suzuki, H., 2019).

Due to the barriers of personnel measurements, the use of the
fourth and fifth approaches is limited to only some situations
(Rauf, A., Gulzar, S., & Baig, J., 2017). However, it should be
used for measures where verification of their contribution to
business performance is important. These are measures with a
long-term lifespan, measures important for achieving the
company's strategic goals (for example, to increase customer
satisfaction, reduce the rate of absenteeism or turnover, etc.),
programs that require not only significant financia but also time
costs (for example, extensive development programs, employee
benefit programs to retention of key employees, 360-degree
evaluation, etc.) and measures that require increased attention
from employees and managers. Other examples of measures
whose results should be evaluated by these approaches include
career planning, competency models, adaptation programs,
development and coaching of managers, performance reward
systems, or remuneration based on abilities, implementing
organizational changes, recruitment and selection strategies,
programs to increase employee stability, TQM programs, etc.

The use of these methods, on the other hand, is not suitable in
situations where personnel measures are based on legislative
requirements or are otherwise necessary, or if they would create
the impression that the organization focuses only on their
financial evaluation. Examples can be personnel measures that
strengthen the ethical behaviour of employees, prevent
discrimination, etc.

3 Methodology and Data

The purpose of the article, based on a qualitative analysis using
management questionnaires and semi-structured interviews,
mainly with human resource managers of mid-sized and bigger
businesses, was to find out what importance do the companies
surveyed put on efforts to maximize their intangible assets, to
what extent do they strive to increase the effectiveness of their
human resource investments contributing to the human capital
formation of their companies, and which methods they use to
achievethisgoal.

More specificaly, the research questions covered the following
issues

(i) do the companies surveyed deliberately try to increase their
human capital as a measure increasing the value of their
intangible assets,

(if) do the companies surveyed deliberately try to increase their
human capital, and, if yes, which means do they use for
their HR capital formation,

(iii) do the companies surveyed strive, in an effort to build-up
the HR capital, to evaluate and/or increase the effectiveness
of their human resource investments and what methods — if
any —do they use to raise their rentability.

Data collection was carried out in the second half of 2022, using
simple random sampling and the units of sampling were
companies operating mainly in central Bohemia. A total of 45
companies were included in the research whereby the majority of
firms surveyed were either limited liability companies or joint-
stock corporations. The number of employees in these
companies ranged from 350 to 860 persons, and most of the
companies operated in manufacturing, logistics and trade
industries.

4 Results

The analyses of the research questions which followed from the
questionnaires answers and interviews statements were the
following:

(i) most companies surveyed did not deliberately try to
increase their human capital as a measure increasing the
vaue of their intangible assets. Only 16% of the companies
surveyed claimed that intangible assets are a matter of
importance for them. Most companies (64%) did, however,
according to their managers tried to increase their HR
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capital, the main reason for this being the increase of their
productivity and rate of innovations. Some managers,
expressed, however, a concern that an increase in HR
capitol of their employees could lead to an increase of their
employees” turnover,

(ii) unlike the components of HR capitol stated in literature,
most managers (79%) associated human capital with the
capabilities, knowledge and expertise of the employees
only. The rest of managers surveyed understood this notion
as term including also employees’ motivation and loyalty.
Methods of HR management where not regarded as a
component of HR capital. As the main means of HR capital
formations (in 69% of the companies surveyed) were
regarded various forms of HR training and development.

(iii) only a minority of the managers/companies surveyed
strived to take active steps to increase the effectiveness of
HR investments. About one third on companies surveyed,
however, did so, though most managers interviewed
admitted that is usually much more difficult to enforce the
analysis of costs, revenues and risks in the personnel area,
mainly because traditional indicators of "results' or
"efficiency” of personnel management measures have
traditionally focused primarily on the list or scope of HR
activities performed. As examples, indicators like the
number of days needed to fill a vacancy or the number of
people who have completed a certain training program (and
not an indicator of the percentage of those who have
completed the course successfully) were quoted.

Interview managers thus claimed that though traditional
personnel indicators do undoubtedly have their meaning, they do
not alow evaluating the real impact of personnel expenses or
processes on business performance and/or human capital nor do
they allow assessing the effectiveness of aternative HR tools or
measures.

Approximately one third of companies questioned stated,
however, they try to plan and subsequently evaluate the return on
investment in human resources or newly implemented HR
measures. At the same time, HR managers of companies that
take steps in this regard, stressed that efforts in this area must be
based on five basic steps. These stepsinclude:

= clear determination of the goal or goals to be achieved on
the basis of the planned investment or measure

= stating the planned and calculating the actual costs, both
direct and indirect, initial (immediate) and ongoing,
associated with the proposed measure and their comparison
with existing costs

= determination, or subsequent assessment of the
results/benefits of personnel investments and measures, both
immediate and longer-term

= determination of indicators of return on investment in
human resources

= determination of risk factors and success factors that can
affect the expected expenses and benefits of the intended
measures, and determination of ways in which these risk
factors can be limited or neutralized.

The main recommendations concerning the above-mentioned
points emphasized in the interviews were the following:

Goals of intended of measures

The companies with most experience in promoting HR
investment effectiveness emphasized that the starting point for
justifying any investment or measure is determining the main
meaning of the proposed change. It includes an explanation of
the business need that gives rise to it and an indication of how
the proposed measure addresses this need. The ability of
personnel measures to respond to business needs and goals is
key to the effectiveness of resources spent in the field of human
resources. If these measures are created without regard to
corporate strategy, they can have a negative impact on corporate
efficiency, even if they are otherwise implemented correctly.
Examples quoted. The company's effort to respond to employee
dissatisfaction with the method of their evaluation, for example

its bias, can lead to a proposal for training managers in impartial
evaluation. However, managers may be well aware of the
unfairness of evaluations, but may not be motivated to do so.
Their training is therefore not an adequate solution. Similarly,
trying to solve a certain problem (for example, increased
employee turnover) by eliminating its seemingly "clear cause"
(for example, low salaries) may not be the most effective.
Employee turnover is often low even in companies with
relatively low wages.

Generally, the main goal of the proposed measure may be to
reduce costs, increase production capacities, increase
productivity or other performance criteria So, for example, a
change in the job applicant evaluation system can be driven by
an effort to reduce its time and administrative costs or, on the
contrary, by an effort to increase the quality of the decision to
hire new employees.

Calculation of costs.

The specification of the main goals to be achieved on the basis
of the planned investment or measure is followed by an analysis
of the expected costs. To assess the effectiveness of the proposed
measure, it is necessary to assess and compare not only the direct
costs associated with the existing and the new process or system,
but also their indirect costs.

Some of these costs can be estimated. The defined costs
naturally include not only external expenses, but al so the costs of
internal company resources, both human and material. These are
often underestimated, based on the argument that we "already
have" these resources.

Examples quoted. An example of the hiring process
improvements can be an effort to reduce the direct costs of this
process by limiting or eliminating some activities connected with
candidates the selection. Indirect costs of this process, on the
other hand, can be reduced by decreasing the probability of a bad
hiring decision.

Severd HR managers stated that determining indirect costs
requires attention to the broader implications of personnel
decisions and requires some experience. However, it is definitely
worth it. An example can be the experience of some companies
showing that the departure of a senior manager brings indirect
costs to the company in the range of 50-150% of his annual
sdary.

Evaluation of results (benefits).

The benefits of personnel programs or measures can take a
number of forms: additional income, increased productivity or
efficiency, increased work motivation, enhanced work skills,
increased customer satisfaction, decreased work fatigue and
erroneous actions, increased quality of decision-making, etc. For
example, the added value of better evaluation of applicants for
work may consist in higher performance of newly hired
employees, higher flexibility of work teams, increased work
motivation of other employees, etc.

As most HR managers emphasised, some of the expected
benefits can be quantified directly, while others, which often
have a more significant impact, may be more difficult to
quantify. An example can be the decision to introduce a 360-
degree assessment in order to increase the quality of information
for individual development planning. In this case, the estimate of
the expected benefits can be based on the results of pilot
projects, or on the results of case studies. Similar to the costs, the
analysis of the results, or the effectiveness of the new measure
should be based on a comparison of the benefits of the existing
and new system and their development over time.

Most managers interviewed admitted that evaluating the results
of personnel investments or measures represents the most
complex part of assessing their effectiveness. However, they
stressed, it is absolutely necessary: every new personnel measure
should be evaluated in a certain way, either to prevent ineffective
programs or to reveal the causes of their ineffectivenessin time.
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At the same time, the method of this evaluation should be
determined before its implementation.

Determining the return on investment in human resources
Company managers striving to increase the effectiveness of their
HR expenditures stressed that if it is possible to quantify the
expected (net) revenues and costs of personnel measures, it is
possible to determine the return (profitability) of investments in
human resources by the ROI type indicator, i.e., returns on
investment) and verify whether itsvalueis positive.

Determination of risk factors and success factors

The aim of this step should be to determine the factors that
influence the probability of success and failure of the proposed
measures, for example factors that can delay the date of
introduction of anew program, increase its costs, etc.

Among the factors that increase the probability of the proposed
merger's success that stated the managers interviewed were, for
example, that employees demand a similar measure, that the
measure facilitates the work of both employees and managers,
that it has influential supporters, or that similar measures have
aready been implemented in the past. On the other hand, risk
factors may include the fact that managers or employees were
not involved in the preparation of the measure in time, that the
company does not have sufficient know-how for it, that the
timetable for itsintroduction is not completely unrealistic, etc.

6 Conclusion

Answers to the research questions covering the issues whether
the companies surveyed deliberately try to increase their human
capital as a measure increasing the value of their intangible
assets, if they deliberately try to increase their human capitdl,
and, if yes, which means do they use for their HR capita
formation, and if they strive, in an effort to build-up the HR
capital, to evaluate and/or increase the effectiveness of their
human resource investments and what methods — if any — do
they use to raise their rentability, were the following ones:

(i) most companies surveyed did not deliberately try to
increase their human capital as a measure increasing the
value of their intangible assets. Only 16% of the companies
surveyed claimed that intangible assets are a matter of
importance for them. Most companies (64%) did, however,
according to their managers tried to increase their HR
capital, the main reason for this being the increase of their
productivity and rate of innovations. Some managers,
expressed, however, a concern that an increase in HR
capitol of their employees could lead to an increase of their
employees” turnover,

(if) unlike the components of HR capitol stated in literature,
most managers (79%) associated human capital with the
capabilities, knowledge and expertise of the employees
only. The rest of managers surveyed understood this notion
as term including also employees’ motivation and loyalty.
Methods of HR management where not regarded as a
component of HR capital. As the main means of HR capital
formations (in 69% of the companies surveyed) were
regarded various forms of HR training and development.

(iii) only a minority of the managers’companies surveyed
strived to take active steps to increase the effectiveness of
HR investments. About one third on companies surveyed,
however, did so, though most managers interviewed
admitted that is usually much more difficult to enforce the
analysis of costs, revenues and risks in the personnel area,
mainly because traditional indicators of "results' or
"efficiency” of personnel management measures have
traditionally focused primarily on the list or scope of HR
activities performed. As examples, indicators like the
number of days needed to fill a vacancy or the number of
people who have completed a certain training program (and
not an indicator of the percentage of those who have
completed the course successfully) were quoted.

Approximately one third of companies questioned, however,
stated, they try to plan and subsequently evaluate the return on
investment in human resources or newly implemented HR
measures. HR managers of companies that take steps in this
regard, stressed, however, that efforts in this area must be based
on five basic steps. These steps include:

= clear determination of the goal or goals to be achieved on
the basis of the planned investment or measure

= stating the planned and calculating the actual costs, both
direct and indirect, initiadl (immediate) and ongoing,
associated with the proposed measure and their comparison
with existing costs

= determination, or subsequent assessment of the
results/benefits of personnel investments and measures, both
immediate and longer-term

= determination of indicators of return on investment in
human resources

= determination of risk factors and success factors that can
affect the expected expenses and benefits of the intended
measures, and determination of ways in which these risk
factors can be limited or neutralized.

The survey conducted did not find significant results” differences
between companies of different industries or of different legal
form. Further analysis should, however, in the future look at the
issue of result differences of companies which are/are not quoted
at the stock exchange.

Literature:

1. Afiouni, F., 2013. Human capital management: A new name
for HRM? International Journal of Learning and Intellectual
Capital, 10(1), 18-34. ISSN 2328-2185.

2. Al-Ghazawi, M., 2006. The Impact of Investments in Human
Resources Activities on the Effectiveness of Investment in
Human Capital: The Case of Commercial Banksin Jordan. SSRN
Electronic Journal. 10.2139/ssrn.2103564.

3. Anghel, 1., 2008. Intellectual Capital and Intangible Assets
Analysis and Valuation. Theoretical and Applied Economics,
3(3), 75-86. ISSN 2576-3970.

4. Bechtel, R., 2007. Calculating Human Capital: The Market
Based Valuation of the Human Resource. German Journal of
Research in Human Resource Management, 21. 206-231. ISSN
2397-0022.

5. Ben-Gal, H.C., 2019. An ROI-based review of HR analytics:
practical implementation tools. Personnel Review, 48(6), 1429-
1448.

6. Boekestein, B., 2006. The relation between intellectual
capital and intangible assets of pharmaceutical companies.
Journal of Intellectual Capital, 7(2), 241-253. ISSN 1469-1930.

7. Bontis, N. & Fitz-enz, J., 2002. Intellectual Capital ROI: A
Causal Map of Human Capital Antecedents and Consequents.
Journal of Intellectual Capital, 3. 223-247. ISSN 1469-1930.

8. Ciprian, G.G., Radu, V., Madalina, G., & Lucia, V., 2012.
From Visible to Hidden Intangible Assets. Procedia - Social and
Behavioral Sciences, 62. 682-688.

9. Crass, D., & Peters, B., 2014. Intangible Assets and Firm-
Level Productivity. ZEW - Centre for European Economic
Research Discussion Paper No. 14-120, unpaged 15 pp.

10. Cucaro, O., 2017. The Value of Intangible Assets and the
Human Capital Disclosure of companies specidizing in IT
Consulting, Application & Internet Software and Data
Processing: A Cross-Country Comparison Italy-England.
ResearchFreelance. ISBN 978-88-2281-500-2.

11. DiBernardino, F., 2011. The missing link: Measuring and
managing financia performance of the human capital
investment. People and Strategy, 34(2), 44-49.

12. Hajrulling, A.D., & Romadanova, O.A., 2014. Technique of
measurement of value of the human capital as intangible asset of
corporation. Life Science Journal, 11(6), 518-521.

13. Hamadamin, H.H., & Atan, T., 2019. The Impact of
Strategic Human Resource Management Practices on
Competitive Advantage Sustainability: The Mediation of Human
Capital Development and  Employee  Commitment.
Sustainability, 11(20), pp. 5782. ISSN 2071-1050.

-283-


https://independent.academia.edu/ManagementStudies?swp=tc-au-45179922�
https://independent.academia.edu/ManagementStudies?swp=tc-au-45179922�
https://www.proquest.com/docview/2278125511?parentSessionId=ORzsHu00Z15fF5hynbrq%2BBpS888LeCz6leRrJj3tstU%3D�

AD ALTA

JOURNAL OF INTERDISCIPLINARY RESEARCH

14. Handayani R., 2020. The effect of human capital on Batik
SMEs innovation: The mediating role of adaptive creativity.
Binus Business Review, 11(2), 105-113.

15. Hayton, J.C., 2004. Strategic Human Capital Management
in SMEs: An Empirical Study of Entrepreneurial Performance.
Human Resource Management, 42. 375 - 391. ISSN 0090-4848.
16. Hidayat, M., 2018. The Influence of Developing Human
Capital Management Toward Company Performance Study at
Developer Company in Makassar Indonesia. SEIKO: Journal of
Management & Business, 2(1), 11-30.

17. Hilorme, T., 2016. Human capital assets as a specific
intangible asset of the enterprise. University Economic Bulletin,
29(1), 73-80. ISSN 2306-546X.

18. Hitka, M., Starchofi, P., Lorincova, S., & Caha, Z., 2021.
Education as a key in career building. Journal of Business
Economics and Management, 22(4), 1065-1083. ISSN 1611-
1699.

19. Hossain, U., & Roy, I., 2016. Human Capital Management:
The New Competitive Approach. International Journal of
Economics, Commerce and Management, 4(5), 1020-1034.
ISSN 2348-0386.

20. lwamoto, H. & Suzuki, H., 2019. An empirical study on the
relationship of corporate financial performance and human
capital concerning corporate socia responsibility: Applying
SEM and Bayesian SEM. Cogent Business & Management, 6(1).
ISSN 2331-1975.

21. Iwamoto, H. & Takahashi, M., 2015. A Quantitative
Approach to Human Capital Management. Procedia - Social and
Behavioral Sciences, 172, 112-119.

22. Jacobson, W.S., Sowa, JE., & Lambright, K.T., 2014. Do
human resource departments act as strategic partners? Strategic
human capital management adoption by county governments.
Review of Public Personnel Administration, 34(3), 289-301.
ISSN 0734-371X.

23. Jurdsek, M., Petrt, N., Caha, Z., & Jr. Belas, J., 2021.
Values of family businesses in czech republic in the context of
socioemotional wealth. Economics and Sociology, 14(2), 184-
208. 1SSN 2306-3459.

24. Kadlita, K., & Das, A., 2022. HR Metrics- Its impact on
Return on Investment: A study on select organizations in
Assam. Journal of Contemporary Issues in Business and
Government, 28(3), 247-255.

25. Kalitanyi, V., & Goldman, G.A., 2021. Human capital
management in the fourth industria revolution. Research
Anthology on Cross-Industry Challenges of Industry 4.0. IGI
Global, 2021, 1592-1612.

26. Krausert, A., 2016. HRM signds for the capita market. Human
Resource Management, 55(6), 1025-1040. ISSN 0090-4848.

27. Kuchar¢ikova, A., & Miciak, M., 2018. Human capital
management in transport enterprises with the acceptance of
sustainable development in the Slovak Republic. Sustainability,
10(7), pp. 2530. ISSN 2071-1050.

28. Lenihan, H., 2019. Fostering innovation: Public policy and
human capital. Research Policy, 48(9), article 103791.

29. Lin, C., 2017. The role of human capital management in
organizational  competitiveness.  Social  Behavior  and
Personality, 45(1), 81-92.

30. Lizbetinov4, L., Lejskova, P., Nedeliakova, E., Caha, Z., &
Hitka, M., 2021. The growing importance of ecologica factors
to employees in the transport and logistics sector. Economic
Research-Ekonomska Istrazivanja, 35, 1-25. ISSN 1331-677X.
31. Mahmudah, F., Prasojo, L., Ompe, E., & Pahrizal, N., 2017.
Study of The Effectiveness of Human Capital Investment.
Proceedings of the 1st Yogyakarta International Conference on
Educational Management/Administration and Pedagogy
(YICEMAP 2017). ISSN 2352-5398.

32. Mayo, A., 2016. Human Resources or Human Capital?
Managing People as Assets. Oxfordshire: Routledge. ISBN 978-
11-3825-354-4.

33. Mihardjo, L., Jermsittiparsert, K., Ahmed, U., Chankoson,
T., & Igba-Hussain, H., 2020. Impact of key HR practices
(human capital, training and rewards) on service recovery
performance with mediating role of employee commitment of
the Takaful industry of the Southeast Asian region. Education +
Training, 63(1), 1-21.

34. Mondore, S., Douthitt, S., & Carson, M., 2011. Maximizing
the Impact and Effectiveness of HR Analytics to Drive Business
Outcomes. People and Strategy, 34(2), 20-27. ISSN 1946-4606.

35. Park, S, Song, S. & Lee, S, 2017. How Do Investments in
Human Resource Management Practices Affect Firm-Specific
Risk in the Restaurant Industry? Cornell Hospitality Quarterly,
58(4), 374-386.

36. Pasban, M.R., & Nojedeh, S, 2016. A Review of the Role
of Human Capita in the Organization. Procedia - Social and
Behavioral Sciences, 230, 249-253.

37. Rauf, A., Gulzar, S, & Baig, J, 2017. Measuring the
Effectiveness of HR Metrics on Return on Investment-An
Empirical Study on Pakistani Organizations. Proceedings of the
28th  International Business Information Management
Association (IBIMA), 3758-3770. I1SBN 978-0-9860419-8-3.

38. RocaPuig, V., Llusar, J., Beltran-Martin, 1. & Garcia-Juan,
B., 2019. The virtuous circle of human resource investments: A
precrisis and postcrisis analysis. Human Resource Management
Journal, 29(2), 181-198. ISSN

39. Schneider, M., 2018. Digitalization of production, human
capital, and organizational capital. The Impact of Digitalization
in the Workplace: An Educational View, 39-52.

40. Seo, H., & Kim, Y., 2020. Intangible Assets Investment and
Firms Performance: Evidence from Small and Medium-Sized
Enterprises in Korea Journal of Business Economics and
Management, 21(2), 421-445.

41. Skypalova, R., Stojanova, H., & Caha, Z., 2023. The
relationship between human development and the level of
digitalization in the countries of the European Union and Latin
America AD ALTA: Journal of Interdisciplinary Research,
12(2), 234-239. ISSN 1804-7890.

42. Subramony, M., Guthrie, J.P., & Dooney, J., 2021. Investing
in HR? Human Resource Function Investments and Labor
Productivity in US Organizations. International Journal of
Human Resource Management, 32(2), 307-330.

43. Ukenna, S., ljeoma, N., Anionwu, C., & Olise, M., 2010.
Effect of investment in human capital development on
organisational performance: Empirical examination of the
perception of small business owners in Nigeria European
Journal of Economics, Finance and Administrative Sciences, 26,
93-107.

44. Yosof Boroujerdi, R., Siadat, A., Hoveida, R. & Khani, S,,
2020. The study of the nature of human capital management and
its strategic role in achieving of competitive advantage for the
organization. International Journal of Scientific and Research
Publications 4, 1-4. ISSN 2250-3153.

45, Zakharova, O., & Kratt, O., 2014. Economic study and risk
estime of the investment in the human capital. Economics &
Sociology, 7(2), 94-108.

46. Zeb, A., Abdullah, N.H., Javaid, M., & Asad khan, M.,
2018. Impact of human capitadl management practices on
employees' job performance. Journal of Physics: Conference
Series, 1049, unpaged pp.11.

Primary Paper Section: A

Secondary Paper Section: EA, AH

-284 -


https://portal.issn.org/resource/issn/2306-546X�
https://cibgp.com/article_17560.html�
https://www.proquest.com/docview/1419400560?parentSessionId=O3s947VHUwgyX3x9JtnHD9azyCjOrQxc%2BppJ%2B1t0pEw%3D�
https://ibima.org/accepted-paper/measuring-the-effectiveness-of-hr-metrics-on-return-on-investment-an-empirical-study-on-pakistani-organizations/�
https://ibima.org/accepted-paper/measuring-the-effectiveness-of-hr-metrics-on-return-on-investment-an-empirical-study-on-pakistani-organizations/�
https://ibima.org/accepted-paper/measuring-the-effectiveness-of-hr-metrics-on-return-on-investment-an-empirical-study-on-pakistani-organizations/�



