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FORMATION OF HUMAN, STRUCTURAL AND SOCIAL CAPITAL
OF ENTERPRISES AS COMPONENTS OF THEIR INTELLECTUAL CAPITAL

In modern economic conditions, marked by market instability, rapid digitalization, innovative competition, and
constanttransformations of business models, enterprises are increasingly shifting their focus from material resources
to intangible assets, among which intellectual capital holds a central position. The formation of intellectual capital
has become the foundation for ensuring adaptability, resilience, and innovation-driven growth of organizations.
The structure of intellectual capital includes three essential and interrelated components — human, structural,
and social capital — which together form a comprehensive system of knowledge, competencies, organizational
infrastructure, and relational networks. This article explores the theoretical and methodological foundations of
forming each of these components and substantiates their strategic importance for the sustainable development of
enterprises in an innovation-oriented economy. Human capital is analyzed as a source of idea generation, knowledge
creation, and professional initiative; structural capital is seen as the mechanism that transforms knowledge into
organizational value through institutional frameworks, technologies, procedures, and corporate culture; while
social capital is interpreted as the basis for trust, internal cohesion, and the development of external relations. The
article systematizes national and international approaches to understanding the interdependence of these forms of
capital, identifies the key challenges and barriers to their harmonious development, and proposes an author’s vision
of mechanisms to ensure their synergy. The study concludes that the integration of human, structural, and social
capital into a unified intellectual management system significantly enhances the innovative potential of enterprises,
supports the formation of unique competitive advantages, and ensures long-term sustainable development. The
practical recommendations derived from this research can be applied in strategic planning, knowledge management
system design, and the development of organizational structures focused on intangible asset development.

Keywords: intellectual capital, human capital, organisational capital, social capital, enterprise.

POPMYBAHHA JIIOACBKOI'O, CTPYKTYPHOI'O
TA COOIAJIBHOI'O KAIIITAJY NIAITPUEMCTB
SAK KOMIIOHEHTIB IX IHTEJIEKTYAJIBHOT O KAITIITAJTTY

XapxkoBuna O.I., Bexnoycos S1.1.
Cxionoyxpaincokuil HayionanvHutl ynieepcumem im. B. /lans

CyuacHi eKOHOMIYHI YMOGU, 140 XAPAKMEPUIYIOMBCA HECHADIIbHICMIO PUHKIB, WEGUOKOI0 uugposizayicio,
IHHOBAUIIIHOI0 KOHKYPEHUIEI0 ma nocmiltHumMu mpancghopmayiamu mooeineil 6e0eHHs OizHecy, 6UMaAzaroms 6io
nionpuemcme nepeopicHmauii 3 MamepianbHUX pecypcie Ha HemamepianvHi aKmueu, ceped AKUX Kiouoee Micye
saiimae inmenekmyanshuii kaniman. Hozo gopmysanns cmae ocnoeoio 3abe3neuenns adanmuenocmi, cmii-
Kocmi ma iHHO8AUIIIHO20 PO36UMKY Op2ani3auill. Y cmpyKkmypi iHmeneKmyaibHo20 Kanimaiy 6UOKPemioloms
mpu nPoGiOHI CK1A006I — 1100CLKUIL, CMPYKHYPHUTL MA COUIANbHUL KANImMaAl, AKL Y 63aemooii hopmyroms yinicry
cucmemy 3HaHb, KOMRemeHUiil, Opeanizauinnoi ingpacmpyKmypu ma napmHepCcbKUX 6iOHOCUH. Y oaniti cmammi
PO3KPUNLO MeOPemUKO-Memo00102IUHI 3acaou (hopmyBaHHs KOHCHO20 3 KOMHOHEHMIE iIHMe1eKmyanbHo20 Kani-
may ma o0rpyHmMosaHo ix cmpameziuny eaxcaueicmy 0Jis 3abe3nedeHns Cmaiozo 3pOCMants RIONPUEMCG 8
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yMoeax innosauiinoi ekonomiku. JIroocoKkuil kaniman nPoananizoeano aK 0icepeno 2enepauii ioeil, 3HaHs i npo-
checininoi iniviamueu; cmpykmypHuil Kaniman — AK MeXaHizm mpanchopmayii 3Hanb 6 Opeaniz3auinHy yiHHiCMb
yepe3 iIHCMUnYmu, MmexHon0zii, npoyedypu, KOpRopamueHy Kyibmypy; COuiaibHull Kanimau — aK 0CHOgYy 006ipu,
GHYMPIWHBOT 32yPMOGAHOCHI KOJIEKIMUBY MA PO36UMKY 306HIWHIX 36°A3Ki6. Y cmammi cucmemamu3oeano nio-
X00U GIMUUSHAHUX MA 3APYOINCHUX 00CTIOHUKIE U000 63AEMO36 AZKY MINC UUMU 8UOAMU KANIMATTY, OKPECTIEHO
npoonemu ma o6ap’cpu ix 2apMoOHIiiHO20 hOPMY6anHsl, A MAKOIHC 3aNPONOHOBAHO ABMODPCHKE OAUEHHA MEXAHIZMIG
cunepeii Mixic HUMU. 3POOIEHO BUCHOBOK, 4O THIMEZPALIA JII00CHKO20, CHIPYKIYPHOZ0 MA COUIAIbHO20 KANIMay
6 €0OuUHy cucmemy iHmMeNeKmyaibHo20 YRPAeiHHA 00360/IA€ CYMMEGO NIOGUWUMU IHHOGAUIIHUII NOMEHUIAN
nionpuemcmea, Cnpuse hopmysannio yHIKAIbHUX KOHKYPEHIMHUX nepeeaz ma 3ade3neyyc cmadiibHuil po3eu-
moK y 00620cmpoxogiil nepcnekmugi. Ilpaxmuuni pekomenoauii, chopmosani 3a pezynomamamu 00CioIHceH s,
MOICYymb Oymu UKOPUCIAHI 0711 CIPAMEZINHO20 NIIAHYS8AHHSA, PO3POOKU CUCEMU YRPAGTIIHHA 3HAHHAMU MA
nooyooeu epeKmusHUX OPAHIZAUIIHUX CIIPYKIYD, OPIEHMOBAHUX HA PO36UNIOK HEMAMEPIATbHUX AKIUGIE.
Knrouosi cnosa: inmenexmyanohuti Kanimai, a00CbKULL KaAnimai, opeanizayitiHuil Kanimai, coyianbhuil

Kanima, nionpuemcmaeo.

Formulation of the problem. The modern econo-my is increasingly focused on knowledge, innovation
and intellectual resources as key factors in the competitiveness of enterprises. In this context, intellectual capi-

tal is of particular importance, as it is viewed not only
as a set of intangible assets, but also as a strategic
resource that ensures the long-term development and
adaptability of enterprises to changes in the external
environment. Its structure comprises three key com-
ponents: human capital, which includes knowledge,
competencies, experience and creativity of personnel;
structural capital, which represents internal processes,
information systems, and innovative infrastructure;
and social capital, which manifests itself in the form
of sustainable relationships, trust, and partnerships
both within the organisation and with its external
environment. Despite growing scientific interest in
the issue of intellectual capital, domestic and foreign
literature shows fragmentation in the study of the
processes of formation and development of its indi-
vidual components, as well as insufficient attention
to the interdependencies between them. In addition,
the issue of ensuring synergy between human, struc-
tural and social capital to achieve maximum effect in
the context of innovative growth remains unresolved
in practice. This necessitates a comprehensive scien-
tific understanding of the mechanisms of formation
of each of these types of capital and the identification
of their role in the formation of the integrated intel-
lectual potential of an enterprise.

Analysis of recent achievements and publica-
tions. Recent scientific studies devoted to the issue
of intellectual capital confirm its leading role in
shaping the competitive advantages of enterprises in
conditions of economic uncertainty and digitalisa-
tion [1-9]. The works of Ukrainian scientists such
as 1. Khaustova, Yu. Denisenko, O. Amosha, and
T. Doroshuk outline the essence of intellectual capi-
tal, highlight its key components, and emphasise the
need for their coordinated development. Research-
ers emphasise the importance of human capital as a
source of knowledge and competencies, structural
capital as organisational support for innovation pro-
cesses, and social capital as a factor of trust, interac-
tion and network integration. In foreign literature,

particularly in the works of T. Stewart, L. Edvinsson,
and B. Johansen, intellectual capital is viewed as an
integrative system that encompasses individual and
collective experience, information infrastructure, and
social connections, which together form the basis of
an organisation's innovative potential. At the same
time, despite the wide representation of theoretical
models, the question of the practical implementation
of the processes of forming human, structural and
social capital as interrelated elements remains open.

The purpose of this article is to substanti-
ate the theoretical foundations and outline practical
approaches to the formation of human, structural and
social capital of enterprises as components of intel-
lectual capital in the context of ensuring their sustain-
able innovative development.

Presentation of the main material. Human capital
is a key component of intellectual capital. The concep-
tual foundations of human capital theory were laid in the
second half of the 20th century by Theodore W. Schultz,
who published his work «Investment in Human Capital»
in 1961 [2], as well as in the works of G. Becker, who
substantiated the effectiveness of investments in human
capital and formulated an economic approach to human
behaviour [4]. Gary Becker viewed people as part of the
physical capital used in production, and defined educa-
tion as a form of investment in human capital. In his
opinion, investments in people also include expenses for
the upbringing of the younger generation, the health of
employees and their families, the search for information,
changing jobs, and other investments that contribute to
the development of an employee's productive capacity
and their cultural and intellectual growth. Subsequently,
in the works of a number of foreign scientists, human
capital is considered not only as a social factor of deve-
lopment, but also as an intensive productive factor of
economic development, a measure of a person's ability
to generate income. Thus, according to J. Ruus, S. Paik
and L. Fernstrém, human capital is the sum of intellec-
tual resources used by an individual or organisation to
generate income [9].
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Western scholars pay particular attention to issues
of investing in human capital, its use in the practice of
education management and professional development at
the macro and micro levels. A typical example of such
works is O. Nordhock's «Human Capital in Organisa-
tionsy, in which the author studies the microeconomic
aspects of the formation and effective use of human cap-
ital and assesses its application in the modern world [7].

In our country, research on human capital is
actively developing in the works of such Ukrainian
scientists as A.M. Kolot, M.I. Karlin, Z.Y. Lutishin,
1.V. Grinchuk, O.0O. Bandurka, L.G. Melnik, 1.V. Zhi-
lyayeva, O.S. Vinnichenko, O.G. Redko, N.V. Gera-
symchuk and others. Their works are devoted to the
theoretical and methodological foundations of the
formation, assessment and effective use of human
capital in the conditions of a transitional economy,
digitalisation and innovative development. These and
subsequent studies examined the content and essen-
tial characteristics of human capital, its categorical
apparatus, analysed the problems of the interconnec-
tion of structural components of intellectual capital,
and identified issues of management functioning in
an innovative economy. In connection with the tran-
sition to an innovative economy, there is a growing
need to introduce innovations in the field of human
capital management. The matrix of the main innova-

tive technologies for human capital management is
shown in Fig. 1.

Atthe level of human capital management, innova-
tive technology is a sequence of personnel processes
that enable the implementation of the enterprise's
development strategy. Human capital is considered by
domestic scientists to be a fundamental economic cate-
gory, a special form of human life activity, a product
of the transformation of post-industrial society, which
changes in the process of historical development to
its current state, a reserve of human knowledge, abili-
ties and motivations, creative and intellectual abili-
ties, moral values, work culture, and accumulated
experience.

Group methods are recognised as the most effec-
tive management tool. Human capital management
technology must be considered in context, as the sig-
nificance and primacy of the role of the region and
the company are difficult to separate. One option for
a formalised model of comprehensive human capital
analysis at the corporate level is shown in Fig. 2.

While in the early stages of human capital re-
search, it only included the cost of specialised educa-
tion for employees, it now includes the cost of their
upbringing, healthcare, science, culture and informa-
tion support, as well as the cost of training the mana-
gerial state elite, ensuring national security, impro-

Control Management Innovatzv? ]/;uman The mechanism The result of
subsystem objects capita of action of using innovative
management innovative technologies
technologies technologies
Hor129nta} Competitiveness
communications of the region
Management Human capital Formation and between people
of the region of the region development of a and organisations
self-learning
region
} Formalising an Innovative
Company Human capita Formation and disseminating development of
management of the development of a tacit knowledge the company
company self-learning
company
Human Human Inmovative HR } Identifying an :
resource intellectual developing people Innovative
management potential processes that with divergent activity of
develop thinking employees
divergent
thinking

Figure 1. Matrix of the main innovative technologies of human capital management

Source: compiled by the author
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Comprehensive analysis of human capital at the
corporate level

v

Analysis of Analysis of investments in

efficiency of human capital human capital:

use: analysis of corporate
analysis of staff business education and training;
activity; analysis of environmental
analysis of labour and labour safety
productivity; programmes;
analysis of labour intensity ~ /~— analysis of social security
of products; N and social programmes;
analysis of labour analysis of staff
movement; remuneration;
analysis of staff analysis of respect for
involvement in achieving rights and freedoms
the goal

Analysis of the risks of

human capital degradation:
analysis of external risk
factors (standard of living in
the country, crime situation,
bad habits, living conditions,
taxation, low availability of
—N basic goods, etc.);
i analysis of internal risk
factors (dissatisfaction with
working conditions and
remuneration

{

analysis of the health status of staff;

analysis of labour motivation;

Analysis of the quality of human capital:

analysis of the level of staff qualifications;
analysis of the gender composition of staff;

analysis of the ability of staff to retrain

Figure 2. Model of comprehensive analysis of human capital at the corporate level

Source: compiled by the author

ving the quality of life of citizens, the development of
civil society institutions, and the expansion of capital
investment.

Thus, human capital includes the totality of econom-
ically valuable knowledge, skills, professional compe-
tencies, motivations embodied in a person, as well as
their ability to perceive and produce new information. In
broad terms, it can be seen as an important factor in the
economic and social development of society, supported
by the organisation of a system of continuous education,
the strengthening of citizens' health and demographic
development, the improvement of the quality of the
workforce, and the creation of comfortable living condi-
tions for employees. The level of creativity and innova-
tion in the performance of work by employees is often
used as a characteristic of this type of capital.

Unlike other types of capital, human capital does
not belong to the organisation, as the knowledge,
practical skills, creative and intellectual abilities of
people, personal and leadership traits are accumulated
in specific employees of the company. It can accumu-
late over the years, has a longer investment period,
a high level of risk and various forms of return. In
order to acquire and own human capital, to obtain
economic benefits from the knowledge, skills, abili-

ties and experience of employees, which are inherent
to the latter, it is necessary to make long-term efforts,
significant financial investments, and moral efforts.

Human capital is an important resource for sha-ping
the economic and social policies of the state aimed at
improving the well-being of society and its citizens.
Human capital has a positive impact on the produc-
tivity of employees, increases their efficiency and the
rational use of personal resources. Improving the level
of education contributes to the “application effect”, as
employees in a new state strive to master new technolo-
gies and innovative products, as well as to implement
them in their production and consumption practices. The
accumulation of human capital increases not only the
speed at which scientific, technical and organisational
discoveries and inventions are disseminated, but also the
speed at which they are generated. Managing the forma-
tion and development of human intellectual capital is the
basis for effective performance in an organisation.

In order to monitor the effectiveness of human
capital management and improve the management
system, an innovative methodology for assessing
the human capital of company employees is neces-
sary. The methodology we have developed for the
formation of a company's human capital consists of
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elements of organisational, psychological and physi- tions, management and technological processes, forms,
ological influence on the human capital of employees, procedures and structures that arise in an organisation
resulting in an increase in professional and intellec-  in relation to production, distribution and consumption.
tual performance (Fig. 3). According to L. Edvinson, ‘organisational capital is

Structural (organisational) capital is a system of rela- ~ what remains in the company when employees go home

Building the human capital of employees

The principle of active The principle of flexibility The principle of openness
management and adaptability and accessibility of
knowledge and information

Organisational impact Psychophysiological effects

Formation methods

| |
' |
| |
' |
| |
' |
| |
' |
| |
| Economic. methods that promo.te the devselopment Social methods (r.notivating).that promote the |
| of intellectual alnd creative potential manifestation of creative energy i
| Methods of increasing the amount of knowledge: | I
i professional development, training and retraining, Material and financial motivational methods: |
' |
| |
' |
| |
' |
| |
' |
| |
' |
| |
' |

workshops, etc. free access to information, new professional
T knowledge, exchange of experience, etc.;
Methods of forming and developing creative comfortable psychological, financial, and social
abilities: methods of creative problem solving conditions in the team

(brainstorming, NLP); algorithm for solving I
inventive problems, etc. i ; .
I Psychophysiological motivational methods:
Methods to improve the efficiency of creative raising the level of corporate culture and
solutions: theory and algorithm for solving traditions; rational organisation of workplaces
inventive problems; coaching; training, etc. equipped with information technology

Tools for building employees' human capital

Standard tools: Non-standard tools:
knowledge, skills, abilities creative actions
L ——————— ————— — —— — — — — — ———
Development of creative and Improving the quality of goods, works
intellectual capital and services

I I

Increasing employee competitiveness

Human capital assessment tools: certification; attestation; assessment of
innovation activity; individual maps of creative and intellectual potential;
employee working hours, etc.

A//\

& >

Professional and intellectual level: Professional and creative level:
competence indicator indicator - return of creative energy

Management impact

Fig. 3. Methodology of human capital formation in an organisation
Source: developed by the author
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in the evening’. This includes a certain set of accumu-
lated knowledge, functioning business structures, man-
agement systems, mechanisms and technologies created
by the organisation itself and its suppliers, which con-
tribute to the creation of relevant core values [8]. There
are different approaches to understanding the substan-
tive components of organisational capital. According to
J. Ruus, S. Pike, and L. Fernstrom, it includes brands,
trademarks, service offerings, product concepts, patents
and other intellectual property, as well as the organisa-
tional structure of the company, business processes,
business systems, business structures, information on
paper, information in databases, software, and organ-
isational culture [1]. L. Edvinsson includes innovative
and process components in organisational capital. Inno-
vative capital is innovative developments and scientific
research as part of intellectual property as part of intan-
gible assets. Process capital consists of the company's
infrastructure (hierarchy of management levels, busi-
ness processes, etc.) [8].

To summarise the views presented, the following
classification components of structural (organisational)
capital should be distinguished: the organisational
structure of the company, management and production
technologies; technological infrastructure; business pro-
cesses; availability of business partners, flexible and
efficient business network; intellectual property and
databases; reserves for new products; hardware and
software; information networks and systems; supply,
sales and advertising contracts. Organisational capital
is the property of the company and requires constant
investment in order to take into account innovative
changes in the market. In the case of the development of
society's knowledge, this type of capital quickly loses its
value if its elements are not materialised in products or
copyrighted in time. Therefore, significant investments
are required in the organisation of research activities, as
well as continuous improvement of organisational cul-
ture, which allows the development of value and nor-
mative attributes, motivational mechanisms and social
communications that create a unique identity of the
organisation and its business reputation.

For an organisation to function successfully, it is
necessary to have a sufficiently flexible organisational
structure, conduct large-scale research and develop-
ment activities, actively use modern technologies for
managing and motivating staff, and implement pro-
cesses of informatisation and computerisation of pro-
duction processes.

Social capital is a certain system of social com-
munications, value-based norms and relationships
that govern human interactions and ensure economic
and social development of an organisation. The mod-
ern understanding of social capital, approved in the
social sciences, is based on the views of P. Bourdieu,
who believes that social capital appears as «a set of
real or potential resources associated with possessing
a stable network of more or less coordinated relations

of mutual acquaintance and recognition - in other
words, with group membership», which are formed
by obligations, i.e. ties and relationships. P. Bourdieu
studied various forms of capital and argued that eco-
nomic, cultural, social and symbolic capital have the
ability to integrate. Moreover, social capital, in his
opinion, includes the connections necessary to maxi-
mise the use of economic and cultural capital, provid-
ing employees with access to economic resources [5].

J. Coleman understood social capital as an indi-
vidual resource of an individual to achieve personal
and collective goals based on maximising benefits
[2]. The formation and development of social capital
allows achieving certain goals and establishing inter-
personal relationships that are beneficial for different
participants in management relations. J. Coleman
believed that social capital is the potential for mutual
trust and mutual assistance of people who purpose-
fully form it to fulfil their obligations.

Similar views were held by R. Putnam, who stud-
ied social capital in the context of analysing institu-
tions, political and social rule-making on their basis,
and considered it the main source of effective gover-
nance and economy, an indicator of cooperation [4].
According to the scientist, social capital is contained
in various social organisations of society, which
ensure coordination and cooperation of society's life,
successful functioning and interaction of people [4].

According to Fukuyama, social capital is defined
as the ability of people to create a collective com-
munity to achieve a common goal. Such association
and general solidarity are possible only if all team
members share social norms and values, as well as
the willingness of employees to subordinate their
personal interests to the interests of the team. As a
result, trust is formed in the group as an expectation
of predictability of honest actions of each employee
in accordance with the needs of others and generally
accepted norms of behaviour [7].

In general, social capital as a certain resource is pro-
vided by the interaction of employees integrated into the
system of social relations. Its main difference from other
forms of capital is its «embodiment» not in subjects
or objects, but in social ties and relations of actors, the
ownership of which cannot be acquired or transferred to
another person. The creation and development of social
capital is associated with the exchange of knowledge
transmitted by society through the process of educa-
tion and socialisation of individuals. The main compo-
nents of social capital are: social ties and relationships
of employees, the level and quality of their education,
social recognition, moral customs shared by people, tra-
ditions, values and social norms, social networks and
network changes, social interaction and accumulated
trust as the main elements of the social capital system.
Social capital as a complex phenomenon includes va-
rious forms and types. The following relatively indepen-
dent forms of social capital are distinguished:
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— structural capital, which includes networks,
associations, institutions, as well as rules and
regulations governing their functioning;

— cognitive capital, consisting of relationships,
norms, behaviour, shared values and trust [5].

Taking into account its functioning at the internal and
external organisational levels, it is advisable to divide
social capital into micro-levels (households, small and
medium-sized businesses, a small settlement or a city
district), meso-levels (large business structures, organisa-
tions (associations, regions) and macro-levels (the state).
In the context of expanding managerial interaction and
the proliferation of social networks, the development of
a system of social communications underpinning social
capital, the formation of positive personal relationships
between employees, and ensuring conflict-free interac-
tion in production teams and organisational structures,
which contributes to the effective economic and social
development of society, are of particular importance.

Conclusions. As a result of the study, it has been
found that the effective formation of human, struc-
tural and social capital is a key prerequisite for creat-
ing a holistic intellectual capital of enterprise. Each
of the components under consideration performs a
specific function, but only their coordinated interac-
tion allows to ensure the development of innovative

potential, adaptability to changes in the external envi-
ronment and long-term competitiveness of the enter-
prise. Human capital is a source of knowledge, ideas
and professional competences; structural capital pro-
vides the organisational environment for their imple-
mentation; social capital forms a system of internal
trust, external relations and partnerships.

The generalisation of scientific approaches has
allowed to substantiate the need for a systematic and
synergistic approach to the management of these forms
of capital. The article offers a vision of the mechanism
of their interaction aimed at formation of the intellec-
tual space of enterprise as a basis for innovation activ-
ity. The practical recommendations formulated on the
basis of the analysis can be used by enterprises for
strategic planning, building an effective internal infra-
structure, developing personnel and establishing sus-
tainable relations with external stakeholders.

Thus, the integrated management of human, struc-
tural and social capital should be considered as a
strategic priority in the context of shaping the com-
petitive advantages of enterprises in the digital age.
Prospects for further research are to develop indi-
cators for assessing the level of formation of these
forms of capital, as well as to create models for their
monitoring and adaptive management.
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