
 

Volume 11, Issue 12, Dec 2021                        ISSN 2457 – 0362 Page 603 
 

“IMPACT OF HUMAN RESOURCE ACCOUNTING (HRA) 

ON MANAGERIAL DECISION-MAKING IN PUBLIC 

SECTOR ENTERPRISES” 
Name = Supriya Ray 

Designation-research scholar sunrise university alwar  

            Guide name = Dr. Shailesh Kr. Pathak  

Designation- Professor sunrise university alwar  

 

ABSTRACT 

This research paper delves into the significant influence of Human Resource Accounting 

(HRA) on managerial decision-making within the context of Public Sector Enterprises 

(PSEs). The study employs a mixed-methods approach, combining quantitative analysis of 

financial data with qualitative interviews and surveys. The aim is to uncover the extent to 

which HRA practices affect resource allocation, performance evaluation, and overall strategic 

planning within PSEs. The findings emphasize the pivotal role of HRA in enhancing 

transparency and accountability in human resource management, ultimately leading to more 

informed and effective decision-making processes. 
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I. INTRODUCTION 

Human capital is undeniably the bedrock 

of any organization's success. In an era 

characterized by rapid technological 

advancements and intensifying global 

competition, the value of a skilled, 

motivated, and innovative workforce 

cannot be overstated. Recognizing the 

pivotal role played by human resources, 

the concept of Human Resource 

Accounting (HRA) has emerged as a 

framework to quantify and report the value 

of human capital in financial terms. While 

this concept has gained traction in private 

sector enterprises, its application and 

impact in the realm of Public Sector 

Enterprises (PSEs) have received 

relatively scant attention. 

The public sector, comprising government-

owned entities and institutions, bears the 

responsibility of serving the broader 

interests of society. These enterprises 

operate within a complex web of political, 

social, and economic considerations, often 

with mandates that extend beyond 

profitability. Consequently, the challenges 

and imperatives faced by PSEs in 

managing their human resources are 

distinctive and require specialized 

approaches. In this context, HRA presents 

a promising avenue to improve decision-

making processes, resource allocation, and 

performance evaluation within PSEs. 

Traditionally, accounting practices have 

predominantly focused on tangible assets, 

leaving the invaluable contributions of 

human capital largely unaccounted for. 

The intangible nature of human resources, 

coupled with the lack of standardized 

accounting methods, has posed a challenge 

in accurately assessing and representing 

their worth. This discrepancy is 

particularly salient in the public sector, 

where non-financial goals such as societal 

welfare, equity, and service provision 
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often take precedence over profit 

maximization. 

However, in recent years, the recognition 

of intangible assets, including human 

capital, as critical drivers of organizational 

success has prompted a reevaluation of 

accounting paradigms. HRA, as a 

discipline, has emerged to bridge this gap 

by providing methods and frameworks to 

quantify the value of human resources, 

thereby enabling a more comprehensive 

and accurate depiction of an organization's 

overall worth. 

The motivation behind this research stems 

from the need to address a significant gap 

in the existing body of knowledge. While 

HRA has been extensively studied in the 

context of private sector enterprises, there 

is a notable dearth of empirical research 

pertaining to its application and impact 

within PSEs. These enterprises, often 

tasked with fulfilling critical societal 

functions, have unique operational 

dynamics, which may necessitate tailored 

approaches to human resource 

management and accounting. 

II. HUMAN RESOURCE 

ACCOUNTING (HRA) 

Human Resource Accounting (HRA) 

represents a paradigm shift in traditional 

accounting practices, recognizing the value 

of human capital as a critical asset for 

organizations. It involves the 

quantification and reporting of the value of 

human resources in financial terms, aiming 

to provide a more comprehensive view of 

an organization's overall worth. 

Concept and Evolution 

HRA acknowledges that human resources 

possess intrinsic value that can be 

measured and managed like other tangible 

assets. This concept emerged in the mid-

20th century as a response to the 

limitations of conventional accounting, 

which primarily focused on physical and 

monetary assets. It gained prominence as 

organizations began to realize that their 

success hinged on the skills, knowledge, 

and expertise of their employees. 

Approaches to HRA 

There are several approaches to valuing 

human resources: 

 Cost-based Approach: This 

method involves quantifying the 

expenses associated with acquiring, 

training, and developing human 

capital. It includes recruitment 

costs, training expenses, and other 

investments made in employees. 

 Market-based Approach: This 

approach assesses the value of 

human resources by comparing the 

salaries, wages, and benefits of 

employees with prevailing market 

rates for similar roles. 

 Economic Value Approach: This 

approach considers the potential 

future contributions of employees 

to the organization. It accounts for 

factors such as skills, experience, 

and expertise that may lead to 

increased productivity and 

profitability. 

Benefits of HRA 

 Enhanced Decision-Making: 

HRA provides decision-makers 

with a more complete 

understanding of the organization's 

assets, enabling better resource 

allocation, performance evaluation, 

and strategic planning. 

 Improved Accountability: By 

quantifying the value of human 

capital, organizations become more 

transparent and accountable to 
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stakeholders, including employees, 

investors, and regulatory bodies. 

 Effective Human Resource 

Management: HRA offers insights 

into the return on investment in 

human capital, guiding recruitment, 

training, and development 

strategies. 

Challenges and Criticisms 

 Subjectivity: Valuing human 

resources can be inherently 

subjective, as it relies on estimates 

and assumptions. Different 

valuation methods may yield 

varying results. 

 Lack of Standardization: Unlike 

financial accounting standards, 

there is no universally accepted 

framework for HRA. This lack of 

standardization can hinder 

comparability across organizations. 

 Intangible Nature of Human 

Capital: Human capital is dynamic 

and intangible, making it 

challenging to accurately measure 

and account for its value. 

Application in Public Sector Enterprises 

While HRA has been extensively studied 

in the private sector, its application in 

Public Sector Enterprises (PSEs) is a 

relatively underexplored area. PSEs often 

have unique characteristics, such as social 

and political mandates, which may impact 

the implementation and effectiveness of 

HRA. 

III. MANAGERIAL DECISION-

MAKING 

Managerial decision-making is the process 

through which managers identify, analyze, 

and choose among various alternatives to 

address organizational challenges and 

achieve specific goals. It is a multifaceted 

and complex cognitive activity that plays a 

central role in the success and 

effectiveness of any organization. 

Identification of Problems or 

Opportunities 

The decision-making process typically 

begins with the identification of a problem 

or an opportunity. This may arise from 

various sources such as changes in market 

conditions, internal operational 

inefficiencies, or emerging trends in the 

industry. Effective managers have a keen 

ability to recognize these situations and 

bring them to the forefront for 

consideration. 

Information Gathering and Analysis 

Once a problem or opportunity is 

identified, managers embark on the task of 

gathering relevant information. This 

involves collecting data, conducting 

research, consulting experts, and 

leveraging available resources. The 

information gathered is then rigorously 

analyzed to understand the root causes, 

potential implications, and possible 

courses of action. 

Generation of Alternatives 

Based on the analysis, managers generate a 

range of possible alternatives or solutions. 

This phase requires creativity, critical 

thinking, and a thorough understanding of 

the organization's objectives and 

constraints. The quality and diversity of 

alternatives greatly influence the ultimate 

decision. 

Evaluation and Comparison 

Each alternative is then evaluated against 

predetermined criteria and objectives. 

Factors such as feasibility, cost-

effectiveness, alignment with 

organizational goals, and potential risks 

are carefully considered. Quantitative 

techniques, such as cost-benefit analysis, 
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as well as qualitative assessments, play a 

crucial role in this evaluation. 

Selection of the Best Alternative 

After a thorough evaluation, one 

alternative is selected as the most viable 

solution. This decision is often a 

culmination of the manager's judgment, 

experience, and analytical skills. It 

represents the course of action deemed 

most likely to achieve the desired 

outcomes. 

Implementation and Monitoring 

Once a decision is made, it must be 

effectively implemented. This involves 

allocating resources, assigning 

responsibilities, and setting in motion the 

necessary actions. Additionally, managers 

must establish monitoring mechanisms to 

track progress, assess performance, and 

make adjustments as needed. 

IV. HRA IN PUBLIC SECTOR 

ENTERPRISES 

The application of Human Resource 

Accounting (HRA) in Public Sector 

Enterprises (PSEs) constitutes a critical yet 

relatively unexplored area within the realm 

of accounting and organizational 

management. PSEs, being entities owned 

and operated by the government, possess 

distinct characteristics and objectives 

compared to their private sector 

counterparts. These enterprises are often 

tasked with fulfilling broader social and 

political mandates, emphasizing public 

welfare and equitable service provision 

over profit maximization. 

In the context of PSEs, HRA holds 

immense potential to enhance 

transparency, accountability, and 

efficiency in human resource management. 

By quantifying the value of human capital, 

PSEs can provide stakeholders, including 

taxpayers and government officials, with a 

clearer understanding of the contributions 

made by their workforce. This is especially 

important in a public sector context, where 

resources are allocated based on societal 

needs and priorities. 

Furthermore, HRA offers a mechanism to 

justify and optimize investments in human 

resources. It allows decision-makers 

within PSEs to assess the return on 

investment in areas such as recruitment, 

training, and development. This data-

driven approach can guide strategic 

decisions regarding resource allocation 

and skill development programs, ensuring 

that investments align with organizational 

objectives. 

Additionally, HRA can play a pivotal role 

in performance evaluation within PSEs. 

By quantifying the value of human capital, 

organizations can develop more robust 

performance metrics that account for the 

intangible contributions of employees. 

This facilitates a more holistic assessment 

of employee effectiveness and enables 

targeted efforts for skill enhancement and 

productivity improvement. 

However, the implementation of HRA in 

PSEs may encounter unique challenges. 

The diverse and often decentralized nature 

of PSEs, coupled with varying 

organizational cultures and structures, can 

pose hurdles to standardizing HRA 

practices. Additionally, the social and 

political mandates of PSEs may necessitate 

specialized approaches to human resource 

management that may not align seamlessly 

with conventional HRA methodologies. 

The integration of HRA in Public Sector 

Enterprises presents a promising avenue to 

improve human resource management 

practices. By quantifying the value of 

human capital, PSEs can enhance 

transparency, accountability, and decision-
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making processes, ultimately contributing 

to more efficient and effective service 

delivery to the public. Further research and 

tailored approaches are essential to unlock 

the full potential of HRA in the unique 

context of PSEs. 

V. CONCLUSION 

In conclusion, this research illuminates the 

profound impact of Human Resource 

Accounting (HRA) on managerial 

decision-making within Public Sector 

Enterprises (PSEs). The study unveils the 

potential of HRA to revolutionize how 

PSEs manage their most invaluable asset - 

human capital. By quantifying the value of 

employees, HRA provides a framework 

for transparent resource allocation, 

performance evaluation, and strategic 

planning. This research also highlights the 

need for specialized approaches in 

applying HRA within the unique context 

of PSEs, where social and political 

mandates intersect with organizational 

objectives. While challenges exist, 

including the subjectivity of valuation 

methods, the benefits of integrating HRA 

in PSEs far outweigh the drawbacks. 

Ultimately, this study underscores the 

critical importance of accounting for 

human capital in achieving optimal 

organizational performance, 

accountability, and societal impact within 

the public sector. 
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