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The article considers and suggests a scheme of an integrated approach to the processes of formation and de-
velopment of innovation-oriented human resources. The authors developed a model for assessing the effec-
tiveness of using innovative growth in human resources in the Republic of Kazakhstan. The authors identified
a set of interrelated economic and mathematical models. At the same time, a methodology has been devel-
oped for calculating the valuation of innovation-oriented human resources. The authors calculated the current
investments in the activation of innovative development of human resources as the processes of innovation
development improve and improve on the basis of the quality of human resources. The complex and a num-
ber of economic and mathematical models have been identified, on the basis of which it is possible to forecast
the volume of production of innovative products, depending on the dynamics of investment changes and in-
novation-oriented personnel potential in the manufacturing industry. At the same time, a methodology has
been developed for calculating the valuation of innovation-oriented human resources on the basis of a special
coefficient (goodwill) to the cost of traditional labor, taking into account the cost of knowledge and skills. A
two-level complex of models is finally formed. The main payback period for production has been determined.
The main motives are deducing the estimates of the economic efficiency of human resources as an innovative
factor in the development of the economy.

Keywords: personnel potential, innovation, methodology, assessment, main factors, resources, capital, coeffi-
cient of elasticity, process, qualification.

The mechanism of using human resources is based on the system of rules for its innovative develop-
ment. At the same time, the process of formation and components of innovative development of the human
resources of the organization are determined by the strategy of its future development, depending on the ag-
gressiveness of the external environment and internal capabilities.

Therefore, according to I. Kibalyuk, the main goal of innovative development of human resources is to
provide the necessary functional and production systems of the organization with the necessary staff and the
required qualifications. This goal is achieved through effective human resources work in the field of hiring,
assessment, labor adaptation, incentives and motivation, training, attestation, work and workplace organiza-
tion, staff utilization, career planning, personnel reserve management, innovation management in personnel
work, security and the release of personnel [1].

The main objective of innovative development of the human resources of the organization determines
the sub-goals and principles of the personnel management system, that is, the rules, guidelines and norms
that managers and specialists must follow in the process of innovative development of the human resources
of the organization. Principles of innovative development of the personnel potential of the organization re-
flect objective tendencies, social and economic laws, scientific recommendations of social psychology and
management theory.

In the conditions of market transformations, one of the decisive factors of efficiency and competitive-
ness of the organization is to ensure the high quality of innovative development of its human resources on
the basis of the corresponding concept of the organization's long-term development. It must be borne in mind
that the work with the staff does not begin with the appearance of a vacancy and does not end with a hiring.
The process of working with personnel should be built in such a way that the shortest way to arrive at the
desired result with respect to any issue or problem in the personnel sphere. Innovative development of hu-
man resources, in the ideal case, is formed and implemented in three stages.

At the same time, organizational and staff policy is understood as planning of the need for labor re-
sources, formation of the structure and staff, appointment, creation of a reserve, movement in accordance
with the policy of innovative development of the organization under study. The information policy deter-
mines the creation and support of a system of movement of personnel information (availability of vacancies,
opportunities for professional and career growth, social issues, etc.) in connection with business processes
and tasks of innovative development of the research organization.
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The financial policy forms the principles of the distribution of funds, ensures the effectiveness of the la-
bor incentive system, and determines the need for investment in the provision of technologies and projects
for the long-term development of the organization under study in terms of the preparation and use of its hu-
man resources. Staff development policy is the provision of a program for prospective staff development,
career guidance and staff adaptation, individual advance planning, team building, training and skills devel-
opment, taking into account current trends in scientific and technological progress.

The content and specificity of innovative development programs of the personnel potential of the organ-
ization are influenced by factors of two types - external to the organization and internal. Activities on inno-
vative development of the human resources of the organization should be aimed at determining the strategic
goals of the organization, that is, when taking decisions in the field of personnel management, both the eco-
nomic aspects and the needs of workers should be taken into account.

In addition, it should be aimed at determining the conditions for ensuring a balance between the eco-
nomic and social efficiency of using the organization's labor resources. Provision of economic efficiency in
the field of personnel management will help to realize the tasks of innovative development of the human re-
sources of the organization, taking into account the rational use of its human resources. Social effectiveness
is ensured by the implementation of a system of measures aimed at satisfying the socio-economic expecta-
tions, needs and interests of employees of the organization whose dynamics of changes are directly depend-
ent on the achievements of scientific and technical progress in the field of personnel management.

It is quite understandable that such an understanding of the essence of innovative development of per-
sonnel potential of economic entities requires appropriate methods for assessing its effectiveness.

Moreover, the main methodological problem of assessing the effectiveness of innovative development
of the human resources potential of the socio-economic system (SES) is to elucidate the characteristics of
human resources, their evaluation and the actual criteria for assessing effectiveness. In addressing this prob-
lem, - according to 1. Votyakova - it is necessary to proceed from the objectives of assessing the effective-
ness of innovative development of human resources, the degree of influence of human resources on the in-
vestment attractiveness of SES and the market environment.

There are two groups of methods for assessing the effectiveness of innovative development of human
resources: expert and instrumental. Expert methods for assessing the effectiveness of innovative develop-
ment of human resources have some limitations.

Firstly, their use is possible and productive only in stable, long-running SES, where people have long
been acquainted and have an established opinion about each other.

Secondly, these individual opinions can only be taken as an approximation to the objective evaluation
of a given person (and yet in each case there remains some doubt in the absence of accidental or intentional
misstatement of the assessment).

Thirdly, the expert survey, certification and similar measures to assess the effectiveness of innovation
development of human resources, as a rule, greatly disorganize the work of the SES, change the normal situ-
ation in the team, which in turn also affects the degree of objectivity of the assessment.

Fourth, the expert evaluation is aimed at determining the actual level and «past merits», but practically
does not provide information for forecasting the effectiveness of the future work of a person, his potential
capabilities.

All these reasons do not allow considering this method to be an effective tool for evaluating the innova-
tive development of the human resources potential of the socio-economic system. In addition, as noted by L.
Votyakov, not only the first (expert), but also the second (instrumental) approaches to assessing the effec-
tiveness of innovative development of human resources have certain limitations that do not allow each of
them to be considered a universal means of solving the problem of effectiveness evaluation [2].

The use of certain methods of assessing the effectiveness of innovative development of human re-
sources has its pros and cons, depending on the selection criteria. Among the main criteria include the extent
to which the employee and his management are involved in the evaluation process, the time and money
spent, the accuracy of the evaluation of the effectiveness of innovative development of human resources
(based on experience). Understanding the limitations of individual approaches to assessing the effectiveness
of innovative development of human resources, specialists are increasingly trying to find the opportunity to
combine them in the framework of one evaluation technology, but in solving this problem, significant diffi-
culties arise.

The reason for these difficulties, according to this expert, lies in the fundamental difference of both ap-
proaches.
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The expert approach presupposes a view of a person as an element of the personnel potential of the
SES, therefore, the evaluation of the effectiveness of innovative development of human resources is under-
stood here as the definition of the conformity of the qualities of a person to a directly, but quite definite
standard of a member of the socio-economic system.

The instrumental approach, on the other hand, considers a person outside his connections with the so-
cio-economic system as a whole. Therefore, the evaluation of the effectiveness of innovative development of
human resources here is the definition of the degree of expression of some standard human qualities. Incom-
patible are not evaluation procedures and methods (the questionnaire of «group assessment of personality»
can be supplemented with a pair of psychodiagnostic tests), and the final, the latest, the nearest to achieving
the goals, stages of assessing the effectiveness of innovative development of human resources: how to make
a specific personnel decision - based on the results of testing or based on the combined opinion of the group.

Thus, a large choice of tools and methods for assessing the effectiveness of innovative development of
human resources and a variety of assessment situations still do not allow solving the problem of ensuring the
objectivity of assessing one person to another. Ideally, an assessment of the effectiveness of innovative de-
velopment of human resources must be given: objectively - regardless of someone's private opinion or indi-
vidual judgments; Relatively - relatively free from the influence of situational factors (mood, weather, past
successes and failures, etc.); reliably in relation to activities - the real skill level should be assessed (how
successfully a person copes with his business); predictive - the assessment should give an idea of what types
of activity and at what level a person is potentially capable of, Comprehensively - not only each member of
the organization is assessed, but also the relationships and relationships within the organization, as well as
the staffing capabilities of the organization as a whole; accessible - the process of assessment, indicators and
criteria for assessing the effectiveness of innovative development of the human resources of the organization
should be clear to the assessors, observers, and the estimated.

Not always a unit of the evaluation of the effectiveness of innovative development of human resource
capacity of SES is a separate employee; on the contrary, it is increasingly becoming a group. At the level of
group assessment, interactions, a general creative atmosphere are better visible; there is no need to allocate a
personal contribution of the employee when all participants perform heterogeneous kinds of work. Systems
for assessing the effectiveness of innovation development help to identify the staff potential of SES.

In turn, when choosing criteria for assessing the effectiveness of innovative development of the human
resource capacity of SES, in our opinion, several factors should be taken into account:

— Firstly, for the solution of specific problems, the results of the evaluation are used;

— Secondly, for which category of workers are the criteria established, given that they will be differenti-
ated depending on the complexity, responsibility and nature of the activity.

The statistics of the personnel structure, as well as information on the processes of innovative develop-
ment of the personnel potential of SES, provide information on the composition of the collective. At the
same time, it is subdivided according to various criteria: for example, workers and employees; number of
working men and women; trained, untrained and qualified without interruption from production, at the
workplace; marital status, duration of work in production, etc. Information statistics informs about the inno-
vative development of human resources and indicators of development effectiveness for a number of years,
on the age and staffing levels.

The production age composition is an important detail in assessing the effectiveness of innovative de-
velopment of human resources in the SES in the modern economy. This tool is of particular importance for
the recruitment of personnel and the planning of training programs for personnel, to enhance the effective-
ness of the implementation of relevant innovative capacity development activities. In order to gain a deeper
understanding of the age structure of the collective, it is possible to compile separate age pyramids separately
for different groups of untrained or trained employees, specialists, technical and commercial employees, sen-
1or officials, etc.

Changing the working time is the following information, analyzed in the framework of the evaluation of
the effectiveness of innovative development of human resources. Changes in working hours include future
legal, tariff and production rules not only of day and week working hours, but also annual, including taking
into account holidays and days off.

Statistics of remuneration for work, as part of the evaluation of the effectiveness of innovative devel-
opment of human resources, provides explanations on the issues of average earnings and salary levels in
comparison with other SES, as well as on the effective development of the wage system. The statistics of the
social process provide information on old-age security, grants, vacation payments and social benefits. A very
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significant part of the indicators for assessing the effectiveness of innovative development of the human re-
sources potential of the socio-economic system are particularly expressive when certain periods are identi-
fied and when a time comparison is possible.

In the conditions of market transformations, one of the decisive factors of efficiency and competitive-
ness of the organization is to ensure the high quality of innovative development of its human resources on
the basis of the corresponding concept of the organization's long-term development. It must be borne in mind
that the work with the staff does not begin with the appearance of a vacancy and does not end with a hiring.
The process of working with personnel should be built in such a way that the shortest way to arrive at the
desired result with respect to any issue or problem in the personnel sphere.

The main objective of innovative development of the human resources of the organization determines
the sub-goals and principles of the personnel management system, that is, the rules, guidelines and norms
that managers and specialists must follow in the process of innovative development of the human resources
of the organization. Principles of innovative development of the personnel potential of the organization re-
flect objective tendencies, social and economic laws, scientific recommendations of social psychology and
management theory.

It should be noted that numerous publications on the evaluation of the personnel potential of the enter-
prise are considered most often by the cost approach [2]. At the same time, the assessment of the effective-
ness of the work of personnel is carried out in most cases with the help of traditional indicators of economic
analysis: labor productivity, the fund of working time, the profitability of personnel.

However, they characterize only the production level of the work collective, not taking into account the
intellectual component of the personnel of the enterprise. Therefore, the possibility of qualitative assessment
of the level of development of the innovative potential of labor resources is of fundamental importance [3].

In particular, from the point of view of the accuracy of the derivation of the estimate - this opinion is
clarified by P. Kalachikhin: «A unified methodological approach to the assessment of innovative potential
would allow to agree on estimates of innovation potential for a set of single-level and similar objects ob-
tained by different authors, but such an approach does not currently exist. Different authors identify the re-
source factor, organizational-functional factor or personality factor as the main factor of innovation potential.
Resource factor indicates the availability of the necessary amount of resources for output. The organizational
and functional factor is expressed in the achievement by the functional divisions of the enterprise of their
production goals. The personal factor testifies to the level of professional abilities and the experience of the
innovator involved in the innovation process» [4].

Therefore, in our opinion, we should pay attention to the above mentioned statement by L. Lukicheva
on «the expressiveness of estimates based on time comparisonsy, since this means conducting research based
on dynamic series of key characteristics, and this already provides an opportunity for applying more precise
economic instruments -mathematical analysis and forecasting [5].

However, it should be noted that there are very few methodological developments in this direction,
moreover, the developments taking place are of an extremely complicated nature, for example, in the form of
differential equations and formal logic equations, etc., more theoretical than practical [6].

In this study, we take this approach, which is connected with the analysis of the dynamic series of a
number of indicators and the derivation of a formalized dependence of the resultant index of innovation de-
velopment on key factors, as the basis for the formation of tools for assessing the innovative effectiveness of
human resources [7, 8].

With the help of this approach, we see the economic and mathematical tools in the system statement:

— the main model that determines the trend of the dependence of the volume of innovative products, on
such factors as investment in fixed assets and, in fact, innovative-oriented human resources;

— auxiliary models that allow estimating the predicted values of these factors, and, thus, carry out the
forecast of the resulting index for the main model.

The dependence of the estimation of the volume of production of innovative products in the theoretical
plan can be represented in the form of the following three-factor model:

Vinn = f (Iop , Tiokp, t), (1)

where Vinn - the volume of innovative products; lop - investments invested in the fixed capital of the manu-
facturing industry; Tiokp - valuation of innovation-oriented human resources; t is a time factor, which is tra-
ditionally supplemented by the main factors, in order to exclude possible autocorrelation links between them.
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In the methodological plan, the indicator of innovation-oriented human potential is of some complexity,
since official statistics do not count and, accordingly, do not have such an indicator.

In this regard, we made an attempt to postpone the value evaluation of this factor on the basis of special
adjustments to the value of traditional labor, which is understood as the payroll fund. Thus, the valuation of
innovation-oriented human resources can be calculated by the following formula:

Tiokp = (1 +ounn) ST, (2)

where ST is the value of traditional labor; ainn — goodwill or coefficient reflecting the growth of labor costs
taking into account innovative factors (knowledge, skills, skills, etc.).

In a more simplified sense, this coefficient represents the share of accumulated knowledge (So) and
skills (Sp), as an intangible intellectual capital, in the cost of labor, and can be estimated by the formula:

oinn = (So + Sp)/ST 3)
Auxiliary models should be formed as trend, that is, depending on the time factor. The system for de-

ducing models and making calculations for assessing the effectiveness of innovation-oriented human re-
sources can be presented in the form of the scheme outlined in Figure 1.

Vinn Values

1L

Model inference Vinn = f (Iop,
Values of factor lop Tiokp)

Vinn Forecast for the period 2020

Values of factor Tiokp

S

Assesment of the effectiveness
of human resources:
kef= (aV/aT)-(T/V) — coefficient
of elasticity for staff potential
A Vinn = kef - A Tiokp — the growth
of innovative products due to the
growth of human resources

Figure 1. Methodological scheme for calculating the effectiveness
estimates (developed by the author of the study)

To implement this scheme, an information base has been formed in the form of dynamic series of indi-
cators taken as a basis for 2003-2014 (Table). At the same time, as a measure of knowledge, certainly, with
some degree of conventionality, the costs for education are taken, and as a measure of skills - the costs of
enterprises for retraining and training in industry.

Table

Dynamic series of indicators for the manufacturing industry in Kazakhstan, billion tenge

Year Vinn Iop Tiokp
1 2 3 4
2003 65,0 131,0 184,3
2004 74,7 200,4 232,1
2005 120,4 2743 285,9
2006 156,0 313,6 351,1
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1 2 3 4
2007 152,5 322,7 468,9
2008 111,5 363,0 563,7
2009 82,6 379,5 643,3
2010 142,2 413,1 754,7
2011 236,0 481,9 908,9
2012 379,0 610,7 1065,6
2013 5783 686,9 1160,2
2014 580,4 7223 1280,2

Note. Sources: Data of the Committee on Statistics under the Ministry of National Economy- Access
mode: http://stat.gov.kz

Calculations of the parameters of the theoretical factor model (1) using a standard package of statistical
analysis and data processing based on the method of least squares lead to a practical choice of the following
formalized model of the indicator of the volume of innovative products:

Vinn = 16,1694-Iop 3,6937-Tiokp 0,4401-t —1,9783. 4)

The coefficient of multiple correlation R = 0.9902, which indicates an exceptionally high connection
between the volume of innovative products and the factors of investment and human capacity in industry.
Graphical same illustration (Fig. 2) clearly demonstrates the high degree of approximation properties of the
obtained model (4).

All this makes it possible to use the obtained economic-mathematical model with a high degree of reli-
ability for the purposes of forecasting for the future until at least 2020.

In order to carry out the forecast of the volume of production of innovative products and evaluate the
contribution of the innovation-oriented personnel potential, it is necessary to predict the values of the factors
determining the content of the model (4).
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Line 1 — dynamics based on calculations based on the model (4);
Line 2 — Data Dynamics in Table

Figure 2. Graphical illustration for calculations by model (4) (based on the author's calculations)

Based on the data in Table 1, the following were derived:
a) the model of the investment factor in the fixed capital of the manufacturing industry:

Iop =81,7652 + 50,2336t, R=0,975; (5)
b) the model of innovation-oriented personnel potential factor:
Tiokp =-14,297 + 103,4675t, R=0,9903. (6)

The finalized two-level model complex allows forecasting investments in fixed assets, which in 2020
will amount to KZT 986 billion and innovative-oriented personnel potential, which for the same period will
amount to KZT 1,848.1 billion, and on the basis of these estimates - the production volume forecast innova-
tive products, which in 2020 may amount to KZT 978.1 billion.
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It should be noted that the above methodology can also be used as a tool for assessing the results of the
State Program for Industrial and Innovative Development of the Republic of Kazakhstan for 2015-2019,
since the program does not include such a target indicator as the volume of production of innovative prod-
ucts, unlike the previous state program for the period up to 2014 of the year.

Now we can carry out an assessment of the effectiveness of innovative development of human re-
sources. In accordance with the scheme, calculate the elasticity coefficient for the personnel potential:

kef = (16,1694.x0,4401 x Tiokp —0,56)x (Tiokp / Vinn) = 0,105x (1848,1/978,1)=0,19840r0,2.

This indicator, according to the theory of statistical analysis, means that 1 % of the innovative increase
in the personnel potential can give an effect in the form of an increase in the volume of manufactured inno-
vative products by 0.2 %.

With the growth of innovation-oriented human potential in 2020 compared to 2014 in 44.3 %, the in-
crease in the volume of innovative products due to this factor alone can amount to:

AVinn = kef ATiokp = 0,2 x 44,3 = 8,86 %, or 51,4 billion tenge .

Thus, current investments in the activation of innovative development of human resources can, on aver-
age, pay off in 4.6 years, and as the processes of innovation development improve and the quality of human
resources on this basis improves, the payback periods will be significantly reduced.

On the whole, the conducted research and the results obtained make it possible to conclude: despite the
prevailing view that investment in social projects, which can be attributed to those associated with raising the
level of education and qualification, are ineffective because of the time-consuming economic returns from
investments, investments in building innovative-oriented human resources have a higher return and are com-
parable in efficiency with investment projects in breakthrough realities economy.
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Ka3zakcTaHHBIH KaaPJIbIK dJIeyeTiHIH MHHOBAUAJIBIK
eCyiH naiiiajgany TuimMaiirin 0arasnay yJarici

Maxkana aBTOpJIapbl MHHOBALMSIIBIK-OAFBITTANFAH KAJIPJIBIK OJCYSTTI KaJbINTACTBIDY MEH IaMBITY
yZepicTepiHe KemIeHIi Ke3KapacThIH CbhI30achlH KapacTeIpbin ychiHABL CoHbiMeH Katap Kasakctan
PecrryOnukacsiHIars! aaM pecypcTapbIHBIH HMHHOBAIWSUIBIK OCYIH TMaiiianaHy THIMIUITIH OaranaymblH
YJIriciH kacazpl, Oip-OipiMeH OaifJIaHBICTBI PKOHOMUKAJBIK JKOHE MATEMaTHKAJbIK YJITiLIepZl aHBIKTAIbL
WHHoBaumsuibIK-0aFapianFa KaapiiblK JIeyeTTi Oaranayabl ecenTey 9aicTeMeci 93ipJieHil, HHHOBALUSIBIK
JaMy MpoLecTepi jKaKcapblll, JKETUINIpiTy »KarqalblHIa, KaApIBIK OJICYSTTIH WHHOBAIMSUIBIK JaMybIH
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KaHJAHBIPYFa aFbIMJarbl HHBECTULMSIAPABIH dCEPiHEH OOJIaThIHABIFBI JOJENCHII, €CeNTeN LIbIFapbUIIbL.
VHBeCTHLHSUIBIK ~ ©3repicTeplaiH JAWHAMHUKAChlHA OHJCY ©HEpKaciOiHIe WHBECTHULMSUIAPABIH — ©3repy
JMHAMUKAchl MCH HHHOBALMSUIBIK-OAFBITTAIFaH KaJApPJbIK OJieyeTKe OailaHbICTBl MHHOBAUMSIIBIK OHIMAIL
OHMIPY KOJNeMIH OoipkayFa MYMKIHIIK O€peTiH JKOHOMHKAIBIK JKOHE MaTeMaTHKAJbIK YIrUIepain
(MonenbaepIiH) KeIleHMl >koHe Oipkarap Typiepi aHblkTangsl. CoHpaii-ak, OUTIM MeH Aaribuiap KYHBIH
eCKepyMeH, IacTypii eHOeK KyHBIH ecenTeyndiH apHaibl ecentik koddduumenti (I'yaBwiun) Herizinme
MHHOBALMSUTBIK-0aFBITTANIFAH KaAPIIBIK 9JIeyeTTiH Oaranay smictemMeci xacanpl. MozenbaepaiH eki JeHreii
KEILIeHI KypacThIPbUIAbI. OHIIpICTiH HEri3ri eTeny Mep3iMi aHBIKTANIbl. DKOHOMHKAHBI AaMbBITy (HaKTOpbI
peTiHgeri KagpiblK QJIeyeTTiH SKOHOMHKAIBIK THIMIUIIK OarasapblH IIbIFapyFa MYMKIHIIK maiifa Ooiys
KapacThIPbUIIBL.

Kinm ce3dep: xanpiblK oleyeT, HHHOBAIMsLIAp, dJicHaMa, Oaranay, Herisri (akTopiap, pecypcrap, Kanurai,
HUKeMAITIK K03 uImeHTi, mpouecc, OUTKTiTIK.
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Mopeab oueHKH 3(PPEeKTUBHOCTH MCIO0JIb30BAHUA HHHOBALMOHHOTO
pocTa KaapoBoro norennuana Kasaxcrana

B craree paccmMoTpeHa H IIpeUIOKEHA CXeMa KOMIUICKCHOTO IOAXoJa K IpomeccaM (HhOpMUpPOBaHHMS
W pa3BUTHS HHHOBAIMOHHO-OPHEHTHPOBAHHOTO KaJpOBOTO IIOTEHIHANa. ABTOpaMH pa3paboTaHa MOJEIb
oLeHKU 3()(HEKTUBHOCTH HCIIOJIL30BAHNS HHHOBALMOHHOTO POCTa KaIpoBOro noreHnuaia B Pecrry6mmke Ka-
3axcTaH. BBISBICH KOMIUIEKC B3aHMMOCBSI3aHHBIX SKOHOMHMKO-MaTeMaTHYecKux Mozeneil. [Ipu sTom paspabo-
TaHa METOAMKA PACYETOB CTOMMOCTHOM OLEHKH WHHOBALIMOHHO-OPHEHTHPOBAHHOTO KAJPOBOI0 MOTEHIMANA.
ABTOpamMu OBUIM PAcCYMTAHbI TEKYILHE BJIOKCHHUS B aKTUBM3ALMIO MHHOBALMOHHOTO Pa3BUTHS KaJpOBOTO
MOTEHIHAJIa 10 MEPe COBEPIICHCTBOBAHMS IIPOIIECCOB NHHOBAIIMOHHOTO PAa3BUTHS, HA OCHOBE KauecTBa Kal-
POBOTO MOTEHIHANA. BBISBICH psAJl 9KOHOMHKO-MAaTEMaTHIECKAX MOJENEH, Ha OCHOBE KOTOPOrO BO3MOXKHO
OCYIIECTBIISITH IPOTHO3UPOBaHUE 00BbEMa IIPOU3BO/ICTBA HHHOBAI[HOHHOHN IPOAYKINH B 3aBUCHMOCTH OT JH-
HAMMKY M3MEHEHHS MHBECTHULUH U MHHOBALIMOHHO-OPHEHTHPOBAHHOTO KaJIPOBOTO MOTEHIHAIa B 00pabaThl-
BalOIIEeH MpoMbInuieHHOCTH. [Ipy 3TOM pa3spaboTaHa METOAMKA PAacYETOB CTOMMOCTHOI OLEHKM MHHOBAIU-
OHHO-OPHEHTHPOBAHHOTO KaJpOBOTIO IOTEHLMANa Ha OCHOBE CIIEHUATIBHOTO Ko3(p¢uuueHta (TyaBHLI), C
Y4eTOM CTOMMOCTH 3HAaHH W HaBBIKOB. OKOHUYATENLHO CHOPMHPOBAH JBYXYPOBHEBBII KOMIIEKC MOJEICH.
OmpeneneHsl OCHOBHBIE CPOKM OKYHNAaeMOCTH Ha IPOM3BOJCTBE. BBINENCHBI IIaBHBIE MOTHBBI BBIBEICHUS
OLICHOK SKOHOMHYECKOH 3()()EeKTUBHOCTH KaApOBOTO IOTEHIHANA KaK MHHOBALMOHHOTO (haKTOpa Pa3BUTHUS
9KOHOMHKH.

Kniouesvie crosa: kappoBblil MOTEHIIMAN, HHHOBALIUS, METO/IMKA, OLICHKA, OCHOBHBIE (DaKTOPBI, pecypcsl, Ka-
nuTaN, KO3(GOUIUEHT 1aCTUYHOCTH, HPOLECC, KBaTU(pHUKALHAL.
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