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Formulation of the problem. The research was conducted among employees who constitute human
capital in Polish companies and a subject of research was the effectiveness of human capital work in the
transition to the society 5.0. The purpose of the article is to analyze the efficiency of using human capital in
the context of the onset of society 5.0 and the features of digitization of human life. The methodological
basis of the research was the logical methods of information processing, statistical analysis, comparison.
The main hypothesis of the study was the assumption that in order to determine the level of sustainable
development of a single country at the international level, an assessment of the economic, social, and
environmental components of sustainable development is necessary. Presenting main material. The
analysis of the literature of Polish and foreign authors as well as online materials were used to achieve the
research goal and to verify the thesis. Moreover, a reference was made to the results obtained in the
research project “Development of human capital in society 5.0”(670 people took part in the research, and it
is still being continued), which formed the basis of questionnaire analysis. The results of these research
made a significant contribution to the process of managing contemporary organizations which operate in the
conditions of increasing digitalization. Originality and practical significance of the research. Observation
of current reality allows us to draw a conclusion that the development of human capital is one of the most
important conditions that can lead to growth of effectiveness in employees’ performance and company’s
development. This is particularly important at a current stage of development where the acceleration in
scientific and technological progress leads to rapid changes and changes in knowledge and skills. Conclu-
sions. The issues presented in the article certainly do not exhaust the topic, but it can be a starting point for
deeper analysis, and can also be a premise for new scientific challenges. Challenges for further scientific
inquiries and identifying new directions for further analytical research which are undoubtedly determined
by changes in the current reality.
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E®PEKTUBHICTb BUKOPUCTAHHSA JIIOACBKOI'O KAIIITAJIY B KOHTEKCTI
HACTAHHSA CYCIIVIBCTBA 5.0

Tlocmanoexa npobaemu. JlociiHKEHHS IPOBOIUIIOCS Cepe]] PALiBHUKIB, SKi CTAHOBJIATH JIFOJACHKUIT
KaITliTajl MOoJbCHKUX KOMITaHiN, 1 TpeAMETOM JTOoCTiKeHHs Oya e(peKTUBHICTh POOOTH JIFOICHKOTO KalliTary
B YMOBax Mepexony Jio cycminbera 5.0. Memow cmammi € ananiz e)eKTUBHOCTI BUKOPUCTAHHS JIFOJICHKO-
ro Karitajqy B KOHTEKCTI HacTaHHs CycCHijibcTBa 5.0 Ta 0COOMMBOCTEW IU(POBI3AIli JFOACHKOrO JKUTTS.
Memooonoziunorw ocnosor docnioxcenHs OyIH JIOTIYHI MeToan 00poOKH iH(popMaIlii, CTAaTHCTUYHOTO aHa-
73y, NOpiBHSHHA. OCHOBHOI0 2inome3010 00cniodicenHs 0yI0 NPUITYILIEHHs, 110 sl BU3HAYCHHS PiBHS CTa-
JIOTO PO3BHUTKY OKpeMOl KpaiHM Ha MIKHapOJHOMY piBHI HEOOXiJJHa OI[IHKa €KOHOMIYHOI, COIiabHOI Ta
€KOJIOT1YHOI CKIaZOBUX CTAJOr0 PO3BHUTKY. Buxiad ocnognozo mamepiany. JIns NOCATHEHHS MOCTABIECHOT
METH JOCIHI/PKEHHSI Ta IIEPEBIPKU T€3W BUKOPUCTAHO aHAaJIi3 TiTepaTypH MOJIbCHKHUX Ta 3apyOiKHHUX aBTOPIB,
a Takox Marepianu B [aTepHeri. Kpim Toro, 0yso 3po0iieHO mocriianHs Ha pe3yabTaTH, OTPUMaHi B JIOCHTi-
JTHHUIIBKOMY TIPOEKTI «PO3BUTOK JIFOJICHKOIO KalliTaly B CyCHiibeTBl 5.0» (y DOCIHIHKEHHI B3sU10 y4acTh 670
0ci0, BOHO 1Ie TPUBAE), sIKi JIATJIM B OCHOBY aHaNi3y aHKeTH. Pe3ynbTaTé HuX AOCHiAKEHb 3p0OMIM Baro-
MUl BHECOK y TIPOIIEC YIPABIIHHS Cy9aCHHMH OpTaHi3allisiMU, SIKi MPAIO0Th B YMOBaX MOCHIICHHS ITU}-
pogizaitii. Opucinanvricms ma npakmuyna 3Havywicms 0ocaiovcents. CioCcTepeKEeHHs 32 IOTOYHOK Miii-
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CHICTIO JIO3BOJISIE 3POOUTH BHCHOBOK, IO PO3BHUTOK JIFOJICHKOTO KaIliTady € ONHI€I0 3 HaWBaKJIMBIIIHX
YMOB, 5IKa MOXKE IPU3BECTH 10 3pOCTaHHS ¢(hEeKTUBHOCTI pOOOTH CIIBPOOITHUKIB 1 PO3BUTKY Kommanii. Lle
0c00JIMBO B&XJIMBO HAa Cy4acHOMY eTali pPO3BHUTKY, KOJU HPUCKOPEHHS HAYKOBO-TEXHIYHOTO HpPOTpecy
MPU3BOAUTH 0 IIBUAKHUX 3MiH 1 3MiH y 3HaHHSX 1 HaBH4Kax. Bucnoexu. [Ipobnemu, BUKIAAEHi B CTATTi,
0e3yMOBHO, HE BHUEPITYIOTh TEMH, aJleé MOXYTb CTaTH BiAIPAaBHOIO TOYKOKO JUIS TIHOIIOTO aHATi3y, a Ta-
KO MOXYTh CTATH MEPEIYMOBOIO JUISI HOBUX HAYKOBHX 3aBJIaHb. BUKITUKY MOJANBIIMX HAYKOBUX MOITYKIB
Ta BU3HAYCHHS HOBUX HANPAMIB MOJANBIIUX aHATITHYHHX JOCHIKCHb, sKi, O€3MepeyHo, 3yMOBIICHI 3Mi-

HaMH Cy94acHOI peasbHOCTI.
Kuaiouosi ciioBa:

PO3BUTOK, JIFOJICHKHI KaIliTall, iHBECTHIII1, CycmiabeTBO 5.0.

Formulation of the problem. Economy
as a social system is based on rules of behaviour,
organization of social coexistence, specific
culture and human activity. People work to earn
a decent living for themselves and their families.
Creating a new reality and predicting future
events depend a lot on an organization and
human resources. Managers who want to adapt
to upcoming changes are forced to create
working conditions proper for the new reality in
society 5.0.

Current economic growth is caused mainly
by the development of Artificial Intelligence.
We are living at the time in which globalization
and digital technology transformation bring
significant changes in the work environment.
Internet of Things, Artificial Intelligence and
robotics create new values which become philars
of a modern society

Employee’s knowledge, attitude to work,
motivation, level of personal development,
health, talents, experience and skills constitute
specific values for the company. These features
are also key factors when we talk about human
capital values in the work environment. Human
capital value can change depending on various
factors. One of the most important factors that
influence these changes is digital technology
development as it changes the usefulness of
human capital in the work environment.
Human’s attitude towards work is changing,
previously changed knowledge may turn out
useless. Nowadays employees are required to
possess new skills and management realize that

individual approach towards employees is
becoming a norm.
Employees’ professional  development

means acquiring new competencies, knowledge
and skills, which can be used in their present and
future professional activity. It is a process of
gaining knowledge, professional training,
reskilling and improving employees’
qualifications which allows an employee to

accomplish current tasks and perform new
professional functions.

Investing in human capital aims at
improving employees’ skills and qualifications.
These investments must contribute to creating a
favorable climate for sharing knowledge within a
team, improving employees’ motivation and
increasing productivity. Investing in
development of human capital must have an
effect in the future which will enable employees
to carry out their tasks freely in new and
unpredictable conditions. Creating the right
conditions for increasing human capital
efficiency is not an easy task. However, ongoing
technological changes and acceleration of
civilization development require making every
effort to welcome the new reality in which it will
be easier for all market players to find
themselves. There are a lot of reasons for a need
to deepen the research in the field of human
capital development.

Due to the importance of the above-
mentioned issues, the aim of the study is analysis
and evaluation of selected elements of human
capital productivity in the transition to society
5.0. Empirical research was subordinated to this
aim. The analysis of this research allowed us to
verify the thesis of this chapter: the level of
investment in the development of human capital
in a company remains at an average level.
Effectiveness of work of human capital is mainly
related to the operational efficiency and
effectiveness and a lot of companies already
comply with the requirements of the society 5.0.

The research was conducted among
employees who constitute human capital in
Polish companies and a subject of research was
the effectiveness of human capital work in the
transition to the society 5.0.

The analysis of the literature of Polish and
foreign authors as well as online materials were
used to achieve the research goal and to verify
the thesis. Moreover, a reference was made to
the results obtained in the research project
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“Development of human capital in society 5.0”
(670 people took part in the research, and it is
still being continued) which formed the basis of
questionnaire analysis. The results of these
research made a significant contribution to the
process of managing contemporary organizations
which operate in the conditions of increasing
digitalization.

Before the research question was raised
knowledge about it was insufficient as it had not
been satisfactorily discussed. This study can
contribute to broadening knowledge about the
presented issue as well as draw attention to an
important aspect of questions related to the
effectiveness of human capital work in transition
to society 5.0.

Analysis of the rest of the research and
publications. Professional development is a con-
tinuous and complex process which includes:
professional training, career development and
update qualifications. Implantation of a concept
of human capital development means creating a
flexible and specific system of professional
training, focused on solving strategic problems
of an organization. Education and the learning
process play an unambiguous role in achieving
professional goals [1, p.121-122].

The purpose of the article is to analyze
the efficiency of using human capital in the
context of the onset of society 5.0 and the
features of digitization of human life.

Presentation of the main research
material. The development of human capital
enables to solve the problems faced by organiza-
tions, to increase productivity and quality of
work, as well as problems faced by employees -
it increases the standard of living, allows to im-
plement knowledge and skills. Employees face
the need of being more competitive in relation to
Acrtificial Intelligence, they are forced to demon-
strate skills that will give them a chance to re-
main on the labor market.

However, human capital management
must be concentrated on solving the following
problems:

e development of a strategy for formation
of highly-qualified staff;

e identification of employees’ need for
professional training;

e selection of forms and methods of em-
ployees’ professional development;

e selection of software, methodology and
logistics of a training process as a key to quality;

e ensure financial means which will allow
organizing all necessary training.

A key factor in management of profes-
sional development constitutes an organization
of interrelated processes of shaping employee’s
competitive personality traits, these processes
include: professional training, upbringing, con-
sulting, preparation and adaptation. Professional
development results in wide, intellectual and
professional personal development, it helps to
expend human’s erudition and strengthens self-
confidence.

Some of the most important spheres of
human capital development are: bringing out
employee’s potential, stable employment, em-
ployment of elderly people, proper relations per-
sons at risk of social exclusion, health and health
care system as well as improvement of qualifica-
tions and competencies of people already em-
ployed.

I would like to present here some interest-
ing results of the above-described research con-
cerning the main goal of this study. Chart No 1
presents the level of investments in the devel-
opment of human capital in consideration with
the ideas and adopted direction of professional
development of human capital.

The respondents were asked a question:
To what extent does your company contribute to
your development? Respondents’ answers dif-
fered but most often they pointed out that the
level of contribution of the company they work
for in their development is on an average level.
Such an answer was given by 40% of respond-
ents. At the same time 36% of respondents think
their employers care enough about the employ-
ees’ development. At the same time only 10% of
respondents think that their employers care about
the development of human capital at a very high
level.

A lot of managers realize that investing in
human capital development is necessary but not
all of them fulfill this need which can be due to
various reasons. The market dictates conditions
that make it necessary to reevaluate the role of
staff in a company. Satisfying the needs of hu-
man capital requires a lot of changes from an
employer. A lot of companies adopted a policy
that employees should develop their skills on
their own. Such an attitude is due to cost savings
and a threat that the employee, whose develop-
ment company financed, may leave the job, etc.
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Figure 1 — Level of investment in human capital development in a company
Source: developed on the basis of own research

Investing in human capital is extremely
important, especially in times of intensive devel-
opment of new technologies that redefines
workplaces but this process requires individual-
ized approach and taking into account satisfying
diverse needs of employees as well as creating
the conditions for employees’ independent ac-
tions.

Human capital, in their actions, always
follows specific rules, which can be: their own
benefits and attempts to satisfy unmet needs. The
quality of employees’ performance depends on
knowledge, experience, willingness to act, con-
ditions in which they act and technological
changes at the workplace. The management fac-
es challenges that are difficult to meet in order to
reach the high level of human capital effective-
ness.

Effectiveness is a concept that has not
been defined in the literature in an explicit way.
According to common economic theories, the
term refers to the concept Optimum Pareto, i.e.
such a combination of goods at which the level
of utility of all market participants is completely
maximized [9]. This type of effectiveness in-
volves not only the proper choice of goods, but
also their appropriate allocation among consum-
ers in order to maximize the level of their satis-
faction [5].

Researchers who carry out research on ef-
fectiveness interpret this concept differently. It is
worth emphasizing which terms are used in the
literature to interpret this concept: “It is defined
by such terms as: efficiency of operation, posi-

tive result, profitability, productivity, efficiency,
effectiveness, expediency, rationality, economy
and utility” [8].

Thus, effectiveness can be defined as a
positive result, effectiveness of action and effi-
ciency and ability to perform tasks. Effective-
ness influences implementation of the strategy
and goals of an enterprise, so that the company
can grow and its importance against competitors
increases.

B. Skowron-Mielik [7] considers the ques-
tion of work effectiveness. The author notes that
work effectiveness is a ratio of labor effects to
labor input: “relating the magnitude of effects to
a unit of human labor can be defined as labor
efficiency, whereby the measure of human labor
is most often the amount of time devoting to
achieving goals, but it can also be the number of
employees, although due to different working
hours of employees, it is not a precise measure.

Pyszka also considers the ways of under-
standing effectiveness. In his work, he notes that
the understanding of effectiveness can be broad,
and its definition can be understood from various
perspectives.

Respondents’ answers to the question:
“how is the need for work effectiveness of hu-
man capital determined in your company?”’ var-
ied. For most companies the importance of work
effectiveness of human capital is mainly related
to efficiency and effectiveness of operations, as
indicated by 33% of the surveyed employees.
While positive results of work were indicated by
18% of the respondents.
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Figure 2 — Specifying work effectiveness of human capital in a company
Source: developed on the basis of own research

The next element indicated was the re-
sponse to challenges and expectations (16%) and
further the element of company and human de-
velopment - indicated by 15% of respondents.
The survey results show that currently efficiency
and functionality and development process, both
indicated by 9% of respondents, are at the lowest
level of importance.

The method of measuring the employees’
work effectiveness can be started from determin-
ing whether we are going to evaluate the work
effectiveness of a single employee, group of em-
ployees, departments and organizations of a
company or the effectiveness of the enterprise
and its crew as a whole.

The researchers agree that the measure-
ment of performance effectiveness should be
performed using effectiveness indicators. M.
Rydzewska-Wtodarczyk makes an interesting
comment on the subject: “in opposition to tradi-
tional approaches to measurement of effective-
ness mainly based on financial performance, it is
commonly accepted that the measurement of ef-
fectiveness should be carried out by using both
financial and non-financial as well as quantita-
tive and qualitative indicators. Certainly, an im-
portant point of reference for effective measure-
ment is the set of goals and tasks [4].

Effectiveness of operations can be meas-
ured on three levels:

e the level of organization evaluation

e the level of a team evaluation

e the level of a workstation evaluation

It is worth presenting here some interest-
ing methods of effectiveness performance:

e strategic scorecard

e audit of personnel function

e personnel controlling

Strategic scorecard (BSC) is a tool “that
enables translating strategy of a given enterprise
into specific tasks and measures of their imple-
mentation for individual organizational units”. In
this method enterprises use the concept of moni-
toring of strategy in the long-term. An enterprise
that applies this method regularly evaluates the
state of an organization. It is done using con-
sistent systems.

The concept of a strategic scorecard is
based on:

edividing an organization into major stra-
tegic areas,

ecoordination of these areas by putting
them into perspectives and describing them with
specific measurements.

These activities are intended to help un-
derstand a company's strategy and focus on cre-
ating consistency between goals and activities.
The concept of strategic scorecard helps the or-
ganization to achieve its goals. The method dis-
cussed is also a form of strategic control.

Another measure is an audit of personnel
function, “personnel audit is an audit whose field
of diagnosis is the personnel employed in an or-
ganization” [3]. Audit of personnel function can
be defined as “structured, independent and me-
thodical study, and at the same time assessment
of human resources and system of these re-
sources that aim at monitoring the compliance of
their condition with implemented standards”.
This method includes:



e human resources management strategy,

e actors and organization of process in the
field of human resources,

e methods and techniques of human re-
sources management,

o effects of human resources management,

e strategy, structure and organizational
culture as factors that determine human re-
sources management,

e the environment of personnel function.

The strategy in question consists in deter-
mining the contribution of a personnel unit to the
implementation of organization's strategy. While
implementing this strategy the organization fo-
cuses on undertaking specific actions. All em-
ployees must communicate with each other, it is
advisable to share knowledge and every single
worker is forced to educate and develop.

Personnel controlling is the last the meth-
ods mentioned in the study. Controlling means
co-creation of plans, procedures and systems of
information. It is also a method of management
in a company which is orientated towards the
future whose main characteristic is anticipation.
In an organization controlling is carried out by
committees, task forces with flexible composi-
tion. The ways the task forces operate are also
flexible. Their performance is controlled by a
specialist in controlling.

The main features of controlling are:

e coordinating activities,

e supervising work,

e methodical assistance,

e creating interesting solutions,

e inspiring,

e counteracting crisis situations.

It is worth outlining that the personnel
controlling in question “constitutes a kind of
‘early warning system’, whose task is to recog-
nize and identify phenomena inside the company
and in its environment. It makes it possible to
avoid or minimize suddenly emerging threats as
well as take advantage of emerging opportuni-
ties”.

Personnel controlling can take various
forms. The literature lists four basic forms of
personnel controlling:

e single employment measure,

e systems of measures selected to monitor
strategic goals,

e systems of measures that create cause-
effect relations,

e general systems of measuring contribu-
tion of work effect to the success of enterprise.
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Personnel controlling has one primary goal,
which is to increase the effectiveness and effi-
ciency of operations in an enterprise. The tasks
of personnel controlling are defined in a passive
and active way. Passive tasks of personnel con-
trolling are determined by its role as an early
warning system, whereas active tasks of person-
nel controlling mean optimal use of the opportu-
nities inherent in human capital.

The person responsible for personnel con-
trolling in a company must coordinate the work
of a team efficiently, manage the work during
implementation of projects, analyze the perfor-
mance of employees as well as advise the man-
agement on possibilities of human capital devel-
opment.

Summing up, there are a lot of methods of
measuring effectiveness. In the literature, re-
searchers indicate the extensiveness of the sub-
ject. We can draw a conclusion that numerous
methods can be used to measure the effective-
ness of organization's activities. The most popu-
lar are: strategic scorecard, audit of personnel
function and personnel controlling. The effec-
tiveness of organization’s activities can also be
measured by levels - the level of organization’s
evaluation, the level of a team evaluation, the
level of a workstation evaluation. Indicators of
effectiveness of activities can also play an im-
portant role in measuring effectiveness.

Skillful use of opportunities brought by
the development of new technologies is extreme-
ly important, as acquiring new knowledge, creat-
ing new value by creating links between people
and objects and worlds (real and virtual) is be-
coming a daily reality for new generations of
workers. Modern technologies provide previous-
ly unknown possibilities to seek and find effec-
tive and efficient solutions to problems in a soci-
ety, build better living conditions as well as
maintain proper economic growth [2].

Table 1 presents a brief overview of stages
of Internet development. The five-dimensional
management methods create new challenges and
change the approach to employees. Companies
which manage to change their style of conduct-
ing a business from a dimension 4.0 to 5.0 will
be more adapted to the specific reality.

Undoubtedly, workers’ creativity and im-
agination should be a key factor to shaping the
future [3]. The idea of 5.0 society is not a utopi-
an vision of the future, it is a concept that shows
one of the directions in which the richer version
of the society is heading.
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Table 1 — Satges of the Internet development

Stages Characteristics Examples of Google apps
Internet as a collection of websites (electronic li-
Web 1.0 | brary), applications that allow file sharing and mes- Google Search
saging; first search engines cataloging websites
. . . . Google+
Emergence of social media enabling deeper user in- YouTube
Web 2.0 teraction, evolution from data consumer to data Maps
prosumer Android
Semantic correlation of information generated by
prosumers or machines (1oT), evaluation of the use-
Web 3.0 fulness of this information and its representation in Google Now!
the context of various applications
Network devices use all available information to pre-
sent it to the user in so-called augmented reality. The Google Glass
Web 4.0 | development of artificial intelligence and the omni- Google Translate
presence of the Internet allow the creation of "digital AlphaGo
assistants"
Further miniaturization and development of the brain-
computer interface (brain machine interface) leads to Google Contact Lens
Web 5.0 the integration of network devices with the human
body, and ultimately to the beginnings of mass cyber-
netics; parallel development of robotics

The executives must answer the question:

Source: [2]

fective under

the development of new digital

what can new technologies be used for? It can be
noted that the latest technological developments,
such as: Internet of things (which means that
everything will be connected to the Internet),
Artificial Intelligence (one of important aspects
its adaptability to facilitate peoples’ functioning
in various dimensions), robotization (involving
Artificial Intelligence that can be used not only
in cyberspace but in a real world through robots),
distributed ledger technology [2].

Society 5.0 will be a ‘Society of Imagina-
tion’. Therefore, digital technologies and data
should be used to create a society where people
have a diverse lifestyle and pursue happiness in
their own way. In the future people will also
need imagination to change the world and crea-
tivity to materialize their ideas [2]. The goal,
then, is to create a society, where everyone can
create values anytime and anywhere in a safe
and harmonious environment without any barri-
ers [2].

Therefore, we can think that the improve-
ment of peoples’ competencies is reflected in the
ability to use this knowledge effectively. It is no
longer enough to simply define company’s goals
and achieve it according to generally accepted
rules, it is necessary to apply a new approach to
employees’ development to make their work ef-

technologies.

Having human capital with the highest
qualifications and professional skills forces
managers to apply new approaches, such as:
problem solving and value creation, diversity,
decentralization, resistance, sustainable devel-
opment and environmental harmony.

Creativity and imagination should be a key
factor to shaping the future. Skillful use of op-
portunities brought by the development of new
technologies allows acquiring new knowledge,
creating new value by creating links between
people and objects and worlds (real and virtual).
It provides previously unknown possibilities to
seek and find effective and efficient solutions to
problems in a society, build better living condi-
tions as well as maintain proper economic
growth. However, to make it possible it is neces-
sary to overcome obstacles and barriers.

As shown in Table 1, the reality which is
based on constant control and punishing workers
is slowly going away. A lot of companies have
already adapted the requirements of society 5.0.

Managers are looking for better tools to
motivate employees to more effective work and
personal development using creativity and abil-
ity to cope with stressful situations caused by
uncertainty of tomorrow.
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Table 2 — Transition to society 5.0

Society 4.0* Average | Mode Society 5.0**
economies of scale 4 8 problem solving and value creation
uniformization 7.5 6 diversity
concentration 6 8 decentralization
sensitivity 4,5 7 resistance
high impact on the environ- 9 8 sustainable development and envi-
ment / mass consumption ronmental harmony

Source: developed on the basis of own research

*1 - society 4.0
**10 - society 5.0

Three main components of society 5.0
such as stability, concentration on development
and resilience to shocks, can appear in unpre-
dictable reality causing changes in the environ-
ment and forcing employers and employees to
find an effective way of conduct.

Conclusions and prospects for further
research. The analysis of the research
concerning human capital productivity and its
transition to 5.0 society entitles to the conclusion
that the level of investments in the development
of human capital in a company remains on an
average level, we can still observe lack of
awareness that the increase in investment in
human capital is necessary to increase the
productivity of human capital which ensures
better performance of a company. This is an
important challenge for contemporary companies
that operate in a new reality.

We may, therefore, presume that in most
cases, human capital productivity is mainly
connected with the efficiency and productivity of
its performance. Knowledge is becoming the
basis for identification, development and
effectiveness of competences of human capital.
Knowledge and information create value which
enables an employee to reach an assumed level
of effectiveness.

Knowledge update induces changes in the
way of thinking. Our world is more and more
dependent  on digital space and the fifth
dimension introduces companies into a sphere
that should ensure completing the tasks,
minimizing human’s effort and facilitating
human’s work. After implementation of rules of
the fourth dimension in a company it is possible
to move on to the fifth dimension. Each
dimension constitutes the next stage in the
development of the relations and interpersonal
relations and enables transition to the next
dimension.

The considerations presented above
emphasize the need to recognize that a lot of
companies comply with the requirements of 5.0
society, although the concept of the 5.0 society is
not widely known among managers and human
resources.

Peace and focus on development should
determine the 5.0 dimension. Mental and
emotional aspects of human relations fall into
and adapt to multidirectional reality in which
human capital must possess the appropriate traits
that fit a specific reality.However, not every
person meets the requirements of the fifth
dimension.

Observation of current reality allows us to
draw a conclusion that the development of
human capital is one of the most important
conditions that can lead to growth of
effectiveness in employees’ performance and
company’s development. This is particularly
important at a current stage of development
where the acceleration in scientific and
technological progress leads to rapid changes
and changes in knowledge and skills.

The issues presented in the article
certainly do not exhaust the topic, but it can be a
starting point for deeper analysis, and can also
be a premise for new scientific challenges.
Challenges for further scientific inquiries and
identifying new directions for further analytical
research which are undoubtedly determined by
changes in the current reality.
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