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Abstract — Nowadays, role of the human factor and human

resource is appreciated and has become one ofdbemajor
elements of the success and competitiveness tludeinand
for applying the controlling has appeared in thisaaas well.
The knowledge, experience, expertise is a fornnefdapital, a
part of the organizational assets, and organizatistrategic
resources. Its development or operation is expensiad
requires significant investments both by the indiinl and by
the organization. The basis of economic successthef
corporations, enterprises is that they should eypoe

available or obtainable resources effectively affficiently

during production of their products, services. Um treatise, we
survey and present the controlling instruments arethods
applied in the area of human resources management.

Keywords — costs, effectiveness, measuring, index-
number system, subsystems, payment system,
performance assessment, human resource audit

|I. INTRODUCTION

Il. ROLE OF THE HUMAN RESOURCES MANAGEMENT IN LIFE
OF THE ENTERPRISES

Management with the human resource increasingly
becomes such a strategic device of the enterpribesh
has a decisive effect on the enterprises’ profitabi
long-term viability, success. The human is one o t
most expensive resources; costs of the employment o
people often play a role with the highest rate agnthe
costs of enterprises. At the same time, the lalarge is
said to be an enterprise’s most precious resouscana
indispensable factor of the production. Economic
activities cannot be performed without labour foace it
creates the other resources as well or bringsainteable
condition [19]. The human resource has such ategu
which distinguish it from every other productiorctiar:
the human resource

» does not wear out during the work; capabilitytrod

The basis of economic success of the corporationsiuman resource remains in the long term;

enterprises is that how effectively and efficienthey

» has independent free will, as a result of whicé t

employ the available resources for producing theiractions, performance and thus the corporate pediocen

products, services. The costing and accountinglation
to the human resource already started to develdhen
‘60s but it was given relatively little attentiom the era

of informational society and knowledge-based ecgnom utilization is

the human factor is appreciated in the stratedi@iives
as well as the obtainment and keeping of the caithmet
advantage. Thus the demand for applying the cdimgol

can be influenced;

* is innovative, is able to renew, cannot be stdcke
cannot be reserved so its continuous and smooth
needed for ensuring the adequate
effectiveness;

» is not a property of the corporation, its valaenot
part of the equity but an important part of theptoate

has appeared in this area as well. Principles ef thresources thus increases value of the corporate [13

controlling can also be transmitted to this areadftake
the peculiarities of this resource into consideratiuring
development of the system. In the European Unioa, t
quality of human resource is the first, above afhong
our really important values and specialities. Oa tme
hand, it is necessary for the economic growth toeiase

As well in the labour market, the companies buidin
on the production are replaced by the economicsunit
building on the knowledge i.e. the main emphasis
switches to the knowledge instead of the tradifiona
producing factors to the knowledge. In major pdrthe
successful enterprises, their results have beamedaby

the demand for labour forces, to create new jobsmeans of exploiting the opportunities in the human
expanding the employment in this way. On the other€Sources management [22]. It was recognized tieat t

hand, the condition of a long-lasting economic gfois
that more people should work and the competitivenés
the enterprises and the country should improvedase
the reserves of our human resource.

earlier knowledge, professional knowledge is sidfitto
overcome the competitors. Putting the organization
management with the human resources on a new market
base is an essential condition of the perpetuance,



prosperity of an enterprise. In this area, thatsgic * by means of its instrument system, it generasesfi
foresight, planning for the long-term are steadilgwing the needful changes
in importance. The labour force can effectivelyfpen
its tasks possessing the knowledge, professiorii$,sk The human controlling is composed of the following
abilities and aptitudes, but in absence of thessomis  three subsystems: the cost controlling, the econandy
not able to act its role in the value creating pssc[20]. efficiency controlling. The basis of cost contnagjiis the
management accounting; its tasks include the
determination of personnel costs, the comparisothef
Ill.  HUMAN CONTROLLING planned costs with the actually appearing costs, th
A In the modern world of today, the enterprises’ determination of deviations and their reasons dmel t
effectiveness should be supported not only by laast drawing up of developmental proposals. The follgyin
words of the leaders but by putting the measureroént activities are ranked among this subsystem: pragrafs
effectiveness on an objective base. The effectsenéa the costs occurring in relation to selection, frainand
well-managed undertaking can/shall also be verifigd ~improvement of the labour force as well as monitgri
measuring and the direction of its further progressth® expenses when they emerge. The economy,
can/shall be determined by analysing the measuringffectiveness controlling analyses the effectivene$
results. An enterprise is effective not (only) doethe  functions of the human resource (selection, trginin
advertising with marketing devices but also becanfse Payment system, performance assessment) and the
that the effectiveness is measured within the drgaion ~ Personnel structure (qualification, age, gende)) efrnd it
and figures buttress up the growth of effectivenésee ~ €xamines and evaluates the role, activity of human
to requirements of the modern age and the effeutise  '€Sources management within the organization. Afm o
increasing force of market, the management is aegec the profitability, efficiency controlling is to eghten the
to create a long-term consonance between théeaders on top of the corporate hierarchy abouttthe
organization and its environment as well. Thisimportant role the human resources management has
consonance creation should also be in accordantre wiWithin the organization, to what extent it contriesi to
the continuously changing but supply-typed marketthe success, efficiency of the enterprise and the
relations [4]. The leaders, decision-makers of a€nlargement of profitability. [10].
corporation need information in order to know, kralse The human resource audit means a direction of
performance and changes of their organizationdevelopment for human controlling. This is such an
environment. They continuously need to modify tegh ~~ €xamining, analysing and comparing procedure wisch
term targets of their own organizations accordinghe  aimed at evaluation of the human resources manageme
changes of environment. For that reason, such afffectiveness. An overall auditing of the humaroteees
organizational and operational structure is sha¥l b Management is in the centre. During this procechine,
evolved which meets the corporate and marketfollowing things are screened: the human strategy a
requirements and serves the carrying out of thef@rgets, the planning methods, the informationesysand
managerial, leading tasks. The controlling acticin be ~ control activities. The audit can be performed
an instrument for carrying out of the managerisgding ~ horizontally or vertically. During the vertical atidonly
tasks and ensuring the continuous information strea Certain areas of the human resources management are
The relation of the controlling and management is€xamined while the horizontal audit covers its wehol
extremely important and has a determinative sigaifce  [20]. Further opportunity of the human controlliregto
from the cooperation point of view. One of the €mploy the benchmarking. Within its framework, an
controlling subsystems is the human controlling omhi €nterprise is compared to another company withrdega
deals with analysis, measurement of the human respu theé human resources. By means of comparison the
human performance [1]. The ever-growing role of theOPeration, processes and performance indicators, th
management with human resource has resulted irifteat COMpany sums up its situation in comparison wigh it
human controlling activities have appeared in thecompetitors and if a lagging is detected then tremany
corporate image and the controlling devices haveWill be able to devise the required actions in orte
extended over the human area. The human controllingease the lagging [11].
activity contributes the effective operation of an

enterprise [5]: Orientation of the human controlling

+ this is such a management instrument which helps ) _ ) )
the enterprises to realize a rational cost-semshivman According to the domestic practice, the corporation
resources management in their everyday life apply human controlling systems mostly with

« by means of its index-number system, it indicates'etrospective nature and orientation — if appliesla—

the utilization of resources and contributes to imgthe ~ @nd they utilize their index-number system for
necessary decisions in an objective way retrospective purposes. Its essence is that, byisnaad



analyses of the indicators mapped from the pasttsye
they try to make forecasts for the future and té&ersuch
decisions which can influence the future to a paesit

In case of the operative human controlling, frora th
viewpoint of the organizational unit dealing with

direction. However, since this analysis examines th managing the human resources, the performed éesivit

results of decisions made already previously aradet
on these ones, it sketches the future consequeadsg,
risk exists that, possessing the limited infornmatand
knowledge, the prospective consequence will
determined, strongly limited. However, this is josie of
the possible application forms. The other lessemkn
applied solution when the human controlling is @icke
for creating vision. Aim of this prospective, proiiee
controlling, by means of its application, is to @msthe
effective, efficient and optimum distribution oftihuman
resources of organization in order to reach theréut
goals of the organization.
preliminary information,

standards, by means of applying the different datmg,
prognostic procedures. After all, it is an activéimilar
to planning of the human resource — in fact, a phthat.
During its application, the following things canplpen:

defining and designating the forms of behavioue th between

can be split into four essential tasks:
» the short-term elaboration of the human political
ideas, parameters for the current year; expandhef t

behuman strategy to the annual economic plans

+ determination of the demands on the assets and
sources for the current year, in accordance witadasts
of the strategic plans

» gap analysis: systematized and detailed oppasitio
of the performances and operative requirements;
feedback the strategic gap analysis, differenceshéo
strategy

Possessing the adequate ¢ continuous data processing and operation of
the prospective outcome, management information system [10].
performance are projected and compared to the teghec

System of the controlling

In the long term, for the effective leading of a
corporation, it is indispensable to create harmony
the organization’s environment, internal

norms and competences to be preferred in the futureoperation and strategy. This is helped by the odlintg

elaborating the action alternatives leading toizatibn
of the human strategy; determining concrete franfidse
operation [21].

Dimensions of the human controlling

In most cases, the possibility for applying the ham
controlling amounts to the analysis of data regaydhe
personnel costs and statistics. At the same tingepther
end
unnecessary and non-used data sets conglomerbbes.

controlling cannot be confined to quantitative and

operative dimensions only; strategic and operdtiv@an
controlling is also absolutely required.

The strategic human controlling is an integral prt

is when extremely many but mostly totally

inside the organization, constituting such a suiesy
which is intended to increase the effectivenedsading.
Essence of the system is to provide current and
understandable information for the leaders. liripartant
that the delivered information should be substanta
should be of useful content for the leaders. The
controlling, from functional point of view, is alssystem

of the management which coordinates the planning,
control as well as the information providing [15].

The planning system

The planning is such a substantial activity for the
enterprises which is intended to eliminate the tiaagy
and risk of future. This function helps the adaptio the
dynamically changing environmental factors. Durthg

the human strategy. Moreover, it is a personnelitaud planning, they ponder the effects on the orgaromati

dealing with the following: the examination of thmng-
term success; actions related to the realizatigfiinient
of the schedules; providing information continugufsr
the human development. At the same time, it incdutie
long-term analysis of the focuses, projects, maralge
and motivation assesses, activities which are firethe
human strategy;

which can influence the ideas regarding the futitains
tasks of the system include: collection and analgsithe
data, preparing prognosis by means of the resdlts o
analysis, designation of the plan goals and approfa
the plans prepared. During preparation of the plans
designation of the performance indicators is also

the establishment of the strategicequired, they have an important role in the pkat-f

targeting and target overlapping. Major tasks ofé th comparisons [12].

strategic human controlling are to:

« perform strategic planning of the instruments and The informational (reporting) system

sources to be made available for the human policy
o carry out
revisions related to the human resources management
« perform calculations related to returns, effattiof
the human investments [9].

long-term complex targeted audits,

The first task for building up the system is to nthe
informational demands, namely, to determine what ki
of information the controller should transmit tocka
target group. After assessing the demands, thewiib



processes can take place: the obtainment as well abe undertaking exploits the capacities of its homa
preparation of the necessary information and theiresource and how it is able to react to the enuiemtal
transmission to the right place. A well-functiogin dangers as well as possibilities related to the dmum
personnel information system can be divided into tw resource. [19].

areas. One of the areas includes those analysisators » Measuring the extent and mix of the headcount
which is prepared by leaders of a human organizatio We can examine the mix of headcount by different
order to perform the activities successfully. Thbeo  criteria: based on groupings according to FEOR (-
part includes such concentrated data, analyseshwkic Unified Job Classification System in English), lthsm
made for the leaders in order to decrease the tamegr  the distribution on the grounds of education letygde of

of decision-making. The human controlling statementlabour force, age of employees as well as by gender
details the corporate controlling report and makesBeyond examination of the mix, another importaetas
personnel statements for the different manageneetid  the determination of labour demand; one of its
in which it affects the areas in connection with tuman  instruments is the analysis for sphere of work. In

resources management addition, we can also count labour demand coniobut
and the quantification of the following things calso
The control system mean useful information for the management: exaeok

rate of the working and absent headcount, the labou
Recording of the fact data and control of the ecaino  force utilization indicator and the dismissal caeatio
processes are priority issues. [20].
The aim of this activity is to shed light on the < Examination of the Ilabour force movement
frequently occurring differences between the plaw a (turnover)

fact data as soon as possible and to survey thessige Examination of the labour force movement is intégra
of intervention and to elaborate action plans durin linked to analysis for the extent and mix of the
short period. headcount. Examination of the turnover can be ped

by means of the index numbers of the labour force
According to domestic and foreign researches, themovement (beginning turnover, leaving turnoverolab
bigger an enterprises is and the larger the salesne is,  force turnover etc.) and we can also the Markowaiga
the greater the necessity for applying the contgll which a technique of the inside labour force ofteecast
system is. The big companies can easily fall withtbe based on statistical estimation, a temporary priibab
planning, control and certain information. Howevie matrix [5] [23].
companies possessing controlling systems have It is particularly important to follow up the movemt
ascendancy over those enterprises which ignore thef labour force in an organization since the regiaent
preparation of plans and make their decisions diggr of leaving labour force can be extremely expensive.

the future based on spontaneous intuitions. Based on the study of Allen (2008), the labour dorc
replacement can be up to 50-60% of the annualysafar
V. CONTROLLING INSTRUMENTS IN THE HUMAN a leaving employee [1]. The turnover costs incltick
RESOURCES MANAGEMENT cost and contribution of the exemption from worlke t

cost of leaving, the severance pay, the selectidabour

When we speak about human resources controllingorce, the costs of recruitment and indoctrinatsnwell
then the effective management with the labour fdsce as the costs arising from the difference of pertooe of
that we examine. The examination covers the system the entering and leaving employees [4]. There il
financial and non-financial index numbers. From aserious extra expenses for a company if it does not
financial point of view, we analyse the developmefit €endeavour to retain the employees and allows the
personnel expenses, the wage management, and tfgrnover to spread. The replacement of someone ofte
effectiveness and profitability index numbers. Bgri costs one and a half times more than a workerangal
application of the non-financial index numbers, lgsia  and the higher the earnings of a person is, thieehithis
of the data of headcounts is also an integral plithe ~ rate is. In the Consultation Magazine [10], thessts
controlling tasks beyond the performance assessjgent have been reckoned among four categories by P&Bert

In the following, we briefly present the index nuen, ~ Management Consulting Group which is a Swedish-
methods applicable during the human controllingvitgt ~ Hungarian founded company group dealing with ctagsi

« SWOT analysis personnel consulting:

SWOT analysis is one of the effective devices of 1. The costs related to a leaving worker: finding a
human resources management by means of which we cdamporary deputy, time of a colleague managing the
examine how the most important resource of theleaving, losing the costs of the expended trainioging
corporation answers the strategic purposes. Byhéig the social capital and organizational knowledge.
of it, the enterprise can get a picture of thavkmt extent 2. Price of finding a new worker: the price of



advertisement, time expended of the interviewstasts,  undertaking activities and any or all resourcesd ues
informing the unsuccessful applicants. reaching the yields. Both the yield and the resewan

3. The costs of indoctrination: familiarization tife be represented in natural unit of measurement.
corporate strategy, ensuring the obligatory trgjajn Examination of the labour productivity is an essdnt
understanding and building the internal connectionarea of the human resources management, durindghwhic

system, adaptation to the organizational culture. we assess that how the living labour was utilizeoky
4. Loss of work: loss of time, the cost of overtime effectively the available labour force was used thg
corrugating the initial mistakes of a new employee. enterprise and what factors the changes of prodtycti
can be traced back to [6].
Based on [5], we can class the factors influentimey  Profitability indicators
turnover among two types: The profitability indicators represent the effiadgnof

« external reasons not depending on the operafion can undertaking’s operation. During the analysis, we
an organization: migration of labour force to othectors compare the single income categories to a sort of
due to the economic recession, retirement or Imealt projection base (to headcount, wage cost in owg)cas
damage of an employee, * Indicators of the labour force and wage managémen

« internal factors in connection with the operatimhn The corporate cost incurred in relation to the labo
an organization: inadequate work atmosphere, themployment includes the wage cost and all othetscos
deterioration of connections, imperfectness of theabove the wage cost related to the employments It i
incitement, lay-offs. peculiar to cost structure of the enterprises it

According to [25], the base of reducing the turmage  personnel expenses represent a considerable péne of
that we should explore those factors which can becosts [7]. In this area, we can calculate differaios in
turnover causes in life of an organization i.e.sheuld  connection with the wage costs, wage contributiand

define the influencing factors in system (Figure 1) other personnel payments.
» Balanced Scorecard
Figure 1: Model of the factors influencing the tower BSC can be considered as a kind of instrument which

helps the management to realize the strategysititable

to clear up the strategy, to develop and solvetaisks
facing an organization [16].

Machines,
)

equipments

o]
m
Working hours | 5 | [l » Benchmarking
Work organizing | =—— |¢ Matching of cabeto s Human benchmarking is such a process by means of
; [ m— expectations the working . . g . .
e e and S| man which a firm qualifies itself for a continuous déyement
d Srporuinites 1 by comparing its performance indicators, operation,

A processes with the indicators and processes ofr othe
/ﬂ ) : similar companies [20].

Work atmosphere :">
The employees and the organizational structure are

ﬂ Individual performance ranked among a company'’s features to be compared
Gyt f i i Miiesiy xternal factors H H
— enanour [ « Index numbers of the investment in human resource

LR Aim of the calculation of the investment in human
resource is to help to assess, measure the effaesg of

Source: [26] the investment in human resource. We discern two
methods of the investment in human resource: steit

+ Working-time utilization indicators dynamic methods [2].

An enterprise shall take into consideration, alyeid * Benefit value analysis

the course of planning, that the workers are absent Benefit value analysis is such a method by means of
occasionally during a year (holiday, sickness, iothe Which the workers of a firm can be assessed not onl
justified absence etc.) but the non-justified abesrare the basis of the classical objective criteria (wage

to be assessed separately for disciplinary reasemeell. ~ demands, the number of years spent in the workong)
The working-time balance shall be planned and itssuch other, even subjective elements (behaviour,
fruition shall be taken into account. Beside theking-  knowledge of a language) can be involved in the

time balance, we can calculate different index nemsb assessment which characterize the collegial effentiss

(labour force exploitation indicators, labour force [3]- _
utilization  indicators,  working-time  exploitation » Human resource audit
indicators etc.) [19]. An organization development diagnostic system @urin

« Efficiency indicators which the following things are mapped by means of
The effectiveness is a relation between the yieldquestionnaire and interview methods: HR strategies,
reached by the production, service as well as othepolicies existing in an organization; existenceattiees,



characteristics of the corresponding systems whitsure
the operation (recruitment, selection,

(2]

performance

assessment, job structure, compensation systemeerca (3

development, administrative
controlling) [14].

« Measurement of the intellectual capital

Role of the intellectual capital a corporate reseus
steadily growing. The corporate added value affisen
such factors which are closely linked to the coapion
but cannot be sold independently. There can beés |
two reasons of ranking a factor among this grotipitie
given factor is not a property of the corporatian is
cannot be sold (management, employees) or (2)itlem g
factor is inextricably linked to the corporatiorethfore it
is unmarketable independently (strategy, opporiesior
growing, organizational system, contracts). Therditure
generally mentions all of these factors as intéalielc
capital (intellectual capital — I1C). [18].

» Tableau de Bord

Tableau de Bord control is used as an instrumetitein
management practice. Its essence is that it csllecd

training,

serves the index numbers determinative from mareger

point of view (indicators) for the corporate manageat.

records,

(4]

(5]
(6]
[7]

(8]

9]

[10]

[11]

[12]

A manager shall make decisions quickly, taking the[13]

environmental factors and the situation of corgorat
(airplane) into consideration, with the goals imeh[17].

V.CONCLUSION

[14]

[15]

More and more people recognize the role of human
resources management in growing the competitivenes$16l

importance of the personnel activities is also be t

increase in process of the long-term value creatihe

[17]

same time, one of the largest costs is to ensuce anl18]

maintain the adequate human resource therefors it i

required to pay an outstanding attention to measené
and analysis of the costs during operation of ittmasf By
its activity,

controlling takes part in preparation and estabisht of
the managerial decisions by calculations, analys®s
proposals. With duly supported arguments,
controlling can propose the moderation of the uifjad

human controlling helps the effective
operation of an enterprise during which human

[19]

[20]

[21]

human

human resource costs; it can contribute to enhageem [22]

of the competitiveness as well as the improveméthe
market positions. Furthermore, we must not forggtee
that we are talking about a special resource becthes

people have emotions, thoughts, consequently, based

these facts, attention should be paid to those ezlsn

which can be measured harder but are essentiakkhs w

such as the organizational culture or the satisfact
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