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MECHANISMS FOR REALISING INTELLECTUAL CAPITAL
IN THE INNOVATIVE DEVELOPMENT OF ENTERPRISES

THTEJIEKTYAJIBHUI KAIIITAJI IK ®AKTOP IHHOBAIIIITHOI'O
PO3BUTRY IIIAITPUEMCTB

Summary. The paper develops a comprehensive theoretical and methodological framework for the
mechanisms that translate intellectual capital into tangible innovation outcomes at the enterprise level,
conceptualizing intellectual potential as an integrated system of knowledge, skills, moral values, information
assets, and socio-psychological relations accumulated through socialization, professional education, and
organizational interaction. In increasingly turbulent and technology-driven markets, sustainable competitive
advantages stem less from physical assets than from a firm’s capability to orchestrate, transform, and diffuse
knowledge while maintaining continuous reproduction of human intellectual potential across the life cycle.
Methodologically, the research relies on a system-evaluation perspective combined with structural-functional and
comparative approaches, process modeling, and logical-structural analysis. The findings highlight the bridging
role of managerial communication and socio-psychological competence in converting knowledge resources
into innovation outputs; they also refine the stages of intellectual potential reproduction (primary socialization,
basic intellectual formation, professional and educational training, accumulation and implementation, return
and depletion) by specifying key actors and effectiveness conditions at each stage. The proposed practice-
oriented mechanism integrates investment in continuous learning, knowledge-management systems, horizontal
collaboration and mentoring, and information-analytics support for decisions, alongside an indicative evaluation
toolkit that tracks competence growth, innovation performance, knowledge-network density, and organizational
climate. The practical value lies in applying these insights to design corporate human-capital development
programs, optimize investment into R&D and IT infrastructures, institutionalize a culture of learning and trust,
and ultimately strengthen firms’ innovative capacity and sustain their competitive positions within dynamic
markets.

Keywords: intellectual capital, intellectual potential, enterprise innovative development, knowledge
management, professional competence.

Formulation of the problem. In today's to intangible assets, traditional approaches focused

environment of increased competition and
accelerating technological change, the innovative
development of enterprises is largely determined by
the level of development and effective use of their
intellectual capital. Despite the growing attention

primarily on material and financial resources still
prevail in enterprise management practices. This
leads to insufficient effectiveness of the processes
of generating and commercialising innovations,
difficulties in measuring and evaluating the
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components of intellectual capital, and the absence
of clear mechanisms for its implementation in
innovative activities. Thus, an urgent scientific
task is to substantiate effective mechanisms for the
implementation of intellectual capital that would
ensure the growth of the innovative potential
of enterprises and contribute to increasing their
competitiveness in the market.

Analysis of basic research and publications.
Foreign scientists have taken an active part in the
study of intellectual capital: E. Brooking, S. Pike,
J. Ruus, T. Stewart, D. Taylor, J. Tice, L. Fernstrom,
J. Schumpeter, L. Edinson. In Ukraine, the issue of
intellectual capital has been the subject of research by
anumber of leading scholars, including: O. Amosha,
S. Ilyenko, S. Knyazev, L. Loiko, O. Osaulenko,
O.  Pasternak-Taranushenko, L.  Tarangul,
L. Shipilova, I. Chumachenko, V. Chumachenko,
V. Chumak, and L. Shypilova. Chumachenko,
V. Cherevko, M. Skurativskyi, T. Tereshchenko,
Y. Lysenko, I. Krykavskyi, L. Herasymenko,
V. Redko, and others [ 1-14]. Different approaches to
understanding intellectual capital are determined by
different perceptions of the essence and content of
this phenomenon from the standpoint of economics,
management, philosophy, law and sociology. The
essential characteristics of intellectual capital
include its consideration as capital-resource, capital-
potential and capital-result, which are certain stages
of capital production and reproduction. A common
point of view is the study of intellectual capital as
an activity or process in a static state, available in an
organisation at a given time and expressed in terms
of value.

The purpose of the article is to substantiate
the theoretical and methodological foundations
for the formation and reproduction of intellectual
potential in the context of innovative development
of enterprises, to identify its structural components,
influencing factors and implementation mechanisms
aimed at increasing the competitiveness of
organisations.

Materials and results of the study. The
dynamic development of modern society is only
possible under conditions of intensive, sustainable,
targeted development and reproduction of the
individual, their intellectual and creative abilities.
Leading corporations around the world focus on the
uniqueness and exceptional value of each employee's
contribution and the purposeful and maximum use
of their intellectual potential, which is the basis for
the reproduction of corporate capital. The systemic-
evaluative approach focuses on the study of
intellectual potential as a systemic unity of means
and objects of labour, the employees themselves

and the relationships between them, their skills,
motives and incentives, and labour traditions that
have developed over many years, which determine
the level of economic development and its ability to
realise the intellectual potential of individuals and
society.

The intellectual potential of a company is the
totality of knowledge, information resources,
intellectual products, and staff experience that
ensure its sustainable intellectual advantages in
the market and the realisation of organisational
opportunities used in its production activities. Its
main function is to increase profits by forming
and implementing the knowledge systems,
information and technological resources necessary
for the enterprise, which ensure its highly efficient
economic activity.

The intellectual potential of a company is
transformed and developed under the influence of
the following components:

professional potential, defined as «a set of specific
knowledge, skills and abilities for performing
managerial and production functions» [4];

innovative potential, expressed in the ability of
employees to implement innovative activities to put
forward scientific ideas, develop technologies and
mechanisms for the intellectualisation of labour
processes, and produce goods and services;

spiritual and moral potential, which includes
personal qualities, social values, morality and
norms, which, combined with professionalism,
knowledge and skills, can become effective
regulators of activity;

information potential, which determines an
individual's ability to perceive, process information,
evaluate and work with information technologies.

Formation and actively influences the intellectual
potential of enterprises. The main factors of
such influence are changes in the organisational
structure of management, the nature and content
of investments. In the new operating environment,
knowledge, rather than position, becomes the
leading source of management, facilitating the
transition of management activities from functional
specialisation to horizontal integration based on
intellectual cooperation. The investment policy
of enterprises is aimed at training personnel,
improving their qualifications and retraining,
transferring knowledge to employees (outsourcing,
consulting services, providing specialised literature,
information and specialised sources), investing
in R&D, information technology, equipment and
tangible assets, planning and motivating career
growth for employees, their medical care and social
security.
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The analysis shows that innovative
transformations in enterprises are usually
accompanied by significant changes in the socio-
psychological environment, which becomes more
anxious, aggressive and demanding of participants
in professional interaction. In these conditions,
the functional requirements for management
personnel change significantly, bringing to the fore
the implementation of explanatory, evaluative,
regulatory, prognostic, informational and other
communication activities aimed at transforming
conflict situations and correctly building
organisational space.

The personal factor is becoming increasingly
important in the system of communication
interaction. This factor determines the professional
position of the individual in the communication
process, including in conflict situations, the
developmentofatactical line ofbehaviourin conflict,
the formation of ways to achieve goals, etc. The
lack of professionally important personal qualities,
a low level of conflict competence and culture in
general often leads to unproductive professional
behaviour, professional deformations, burnout, and
an increase in the number of conflicts with others.
The role of communication and socio-psychological
competence in the innovative work of management
personnel should be particularly noted, since this
activity covers not only the solution of professional
tasks, but also the implementation of innovative
technologies in the practice of production activities
and the justification of the necessity of decisions
taken for the organisation and employees.

Communication competence implies a person's
ability and willingness to interact with others, the
ability to determine the purpose of communication,
choose an appropriate strategy, tactics and methods
of interaction with colleagues to organise joint
activities and solve various production and
communication tasks. Communication competence
also contributes to the mastery of various social
roles in a team, the ability to conduct verbal and
non-verbal exchange of knowledge and information,
persuading, arguing one's position, possessing
teamwork skills, possessing methods of conflict
interaction, knowledge and observance of traditions,
rituals, and etiquette. The effectiveness ofamanager's
activities in business communications regarding the
innovative development of an organisation becomes
a guarantee of his or her effective work. In general,
the professional activity of management personnel
in the process of innovative transformations
is determined by the requirements imposed on
employees in terms of their level of competence,
work experience, professional culture and behaviour

style, thinking patterns, and specific perceptions in
difficult situations of interaction. Professionally
important qualities, which are mentioned in various
author's studies, are: organisational skills, developed
communication skills and readiness for empathy,
emotional stability, quick attention switching;
observant; emotional stability. attention switching;
observant; creative abilities.

Intellectual potential is understood as the
totality of a person's mental abilities for cognitive
activity involving the assimilation, awareness,
systematisation, and transformation of information
into knowledge. This includes the totality of their
intellectual assets, including intellectual property,
their natural and acquired intellectual abilities and
skills, as well as the knowledge base they have
accumulated and useful relationships with other
entities [7].

The main bearer of intellectual potential is
the company's personnel, whose qualitative
characteristics, along with their creative potential,
form a kind of ‘creative mindset’ that is the driving
force behind corporate intellectual capital. In
general, intellectual potential is human assets formed
in the process of work and professional training,
which consolidate not only the general scientific
and professional knowledge of employees, but also
their potential ability to solve complex mental tasks,
providing the individual with the opportunity to
quickly learn new knowledge, skills and intellectual
abilities [5].

The main characteristics of the reproduction of
an individual's intellectual potential include:

the individual nature and  qualitative
characteristics of the accumulation of intellectual
potential, related to a person's natural qualities, their
socialisation, creative and communication abilities,
and their desire to systematically improve their
qualifications and cultural level;

substantive characteristics of the reproduction
of intellectual potential. They can be both simple
and extended, with possible periods not only of
competence accumulation, but also with elements
of reduction and social degradation occurring
in social conditions of life that are unfavourable
for the individual. The scale, level and nature of
reproduction depend on the strategic orientation of
economic policy, the financial and organisational
resources allocated to the development of
intellectual potential. the intellectual potential of
the state's financial and organisational resources,
the effectiveness of the state management system,
the interest of business structures and their financial
and economic potential, the level of material
opportunities of the family and the desire to invest

85



HaykoBui BicHMK MidxHapoaHOro rymaHitapHoro yHiBepcutety. Cepis: <EKOHOMiKa | MEHEAKMEHT»

in the professional growth of its members for the
implementation of quality education of children,
individual abilities and personal motivations of
the individual, the level of its involvement in the
production process. The creative potential of an
individual is influenced by the stability of the
political system, the state of the economic and
social spheres of society, the functioning of social
institutions, the level and quality of management,
and human resources. management, human
resources, the development of social infrastructure,
and the quality of life of citizens;

significant time and financial parameters of the
process of reproducing intellectual potential. As
a rule, the investment cycle lasts 16-25 years and
includes the constantly increasing cost of education,
healthcare, and information services;

the process of socialisation of the individual,
which includes both direct and indirect influences
on the formation and reproduction of intellectual
potential. Directinfluence on the individual is exerted
by the subjects of the management and education
system, which use various social technologies
and mechanisms for the purposeful formation and
development of the intellectual, general cultural
and professional level of the individual. Indirect
influence on the formation of the individual is
exerted by external factors related to the individual's
environment and communications;

the expansion of opportunities for communicative
interaction through the development of information
technologies and social networks. Technologies

for distance learning, press mediation, publicity,
marketing communications, information
management, and the provision of free consulting
services on educational forums, blogs, online
reference books, encyclopaedias and other resources
are developing [9].

The successful functioning of an enterprise
largely depends onthe reproduction ofthe intellectual
potential of management personnel, which is carried
out in the process of their institutional development.
The main subjects of the reproduction process are:

1) households, where the foundations of
personal socialisation are laid, intellectual potential
is formed at the individual level, and the personality
develops, manifesting itself as a subject of rational
or irrational labour activity and the accumulation of
intellectual resources;

2) state institutions, organisations and agencies
that provide professional knowledge and develop
the competencies of management personnel,
organise ‘social investment’ through the formation
and implementation of state expenditure on social
policy;

3) state and non-state enterprises and
organisations that employ management personnel.

The process of reproducing the intellectual
potential of management personnel includes the
consistent implementation of the main stages that
ensure the development of a manager's personality
in the process of their socialisation (Table 1).

The first stage of primary socialisation involves
the formation of the physiological foundations of

Table 1
The main stages of the formation and development of the individual intellectual potential
of management personnel [developed by the author]
Formation Stages of formation
Primary Basic . . Accumulation and Giving back and

ofIC socialisation | intellectual Vocational education realisation exhaustion
grlli;liltlieer;tlal Family, state Enterprise, family, state | Family, state
Egﬁﬁggﬁ?l Preschool School Vocational education Retraining and professional development
Directions | Education gﬁ?gghn Vocational education Work experience Retirement period
Goals and General Intellectual Labour, intellectual, Transfer of
obiectives cultural, and Vocational education organisational and accumulated experience

) moral educational professional activities and knowledge
Sources of Own expenses, compan Family (relatives)
vestment Family (relatives) expenses, state budget expenses funds P » company expenses, state budget
expenses
Conditions Welfare, active social i?gggi?ogngﬁg?&lgy Strong family relationships, opportunities
for effective policy of the state, training creating an eﬂ"ectiveg’ for professional development and retraining,
influence of highly qualified teache rgtrainin svstem psychological climate at the company, motivation
personnel raming sy for employee self-development
and motivating teachers
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the organism and its individual consciousness, the
establishment of worldview and general cultural
attitudes and norms of communication, the
development of basic knowledge, skills, abilities and
norms of human coexistence, and the establishment
of behavioural attitudes. The most important subject
of socialisation of the individual is the family,
which instils in the child general cultural, moral
and aesthetic values, life principles of behaviour,
and norms of communicative interaction. The
state creates conditions and ensures the effective
socialisation of the younger generation by organising
the activities of relevant educational institutions and
training highly qualified teachers and staff of pre-
school and supplementary education institutions.

The second stage involves further socialisation of
the individual and the formation of the fundamental
foundations of their intellectual potential, which
is necessary for future managerial activities.
Integrative personal characteristics (cognitive
needs, the ability to predict and evaluate, expanding
vocabulary) and components of mental development
(originality and flexibility of thinking, memory,
concentration, ability to analyse and synthesise),
worldview guidelines, skills of cultural, moral and
aesthetic perception of the surrounding world are
consolidated, and children's individual abilities and
orientations are revealed. During this period, active
investments in the child are made by the family and
state budget funds.

The third stage lays the fundamental foundations
for the professional training of future managers
and shapes their personal potential (intelligence,
emotional stability, leadership qualities, tempe-
rament, self-organisation, creative abilities), social
qualities (communicativeness, conflict management
culture, socialresponsibility and socio-psychological
adaptation), professional management competencies
are developed (organisational skills, management
culture, work capacity, ability to make management
decisions, stress resistance, rational planning of
working time), and graduates' inclinations towards
organisational and managerial activities, business
and entrepreneurship are identified and consolidated.
The formation of a knowledge-based society
requires the development of a system of continuous
professional education aimed at developing the
professional and innovative competencies of
graduates who possess integrated knowledge, skills
and abilities, competitive, fluent in their profession
and oriented in related fields, ready for creative
activity and research work, erudite, free-thinking
and critical.

At the same time, analysis shows that there is
still a significant gap between the requirements of

employers in the labour market and the knowledge,
skills and abilities that young professionals acquire
during their studies.

The fourth stage involves the continued
accumulation and realisation of intellectual capital.
This stage involves the development of employees'
professional and personal competencies, their level
of skill, qualifications and experience, increased
professional mobility, expansion of the range of
specialisations, and mastery of modern algorithms
and methods for solving professional tasks, which
allows them to work with high productivity. At this
stage, investment in human capital is carried out
directly by the individual or enterprise interested in
increasing the intellectual resources of employees.

The final stage is characterised by the return and
depletion of intellectual capital. The end of working
life and retirement are associated with a decline in the
physical and physiological capabilities of the human
body, a reduction in labour and creative activity, the
ability to perceive new information, and the loss
of certain professional skills and competencies.
Company management must be sensitive to the
period of decline in an employee's business activity
and activate the process of transferring accumulated
experience to the younger generation, allowing not
only for proper interaction between generations, but
also for the reproduction of intellectual potential.
During this period, the amount of investment by
individuals and organisations decreases, and the
participation of the state and family is needed to
support the individual's life activities.

At each stage of the reproduction of intellectual
potential, there are many external and internal
factors that influence the intensity, scale, methods
and techniques of the reproduction process. In the
context of innovative economic development, when
education becomes the most important prerogative
of activity, the development of intellectual capital
takes place throughout the entire life cycle, both as
a result of education and professional development,
and in everyday life.

Conclusions and proposals. Thus, the
reproduction of intellectual potential is carried out
by various social institutions that ensure the effective
development of human abilities as a concentrated
expression of knowledge, skills, competences and
the level of personal motivation. This process is
carried out through the creation and use of modern
technologies for the development of creative
abilities, the organisation of a continuous education
system, the improvement of infrastructure in the
field of information and new technologies, etc.

Thus, the analysis allowed us to identify the
moment when intellectual capital began to be
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considered a competitive advantage. It is intellectual
leadership, as a combination of product functionality
and key competencies, that becomes a key factor
for success. With this in mind, we have developed

an

organisational and economic mechanism for IC,

the purpose of which is to maintain and increase the
competitiveness of market participants.
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AHoOTaNisg. Y cTaTTi TCOPETUIHO OOTPYHTOBAHO I METOIMYHO JIETaIi30BaHO MEXaHI3MH pealtizallii iHTeNeKTyaIbHOTO
KamiTamy B iIHHOBAIlifHOMY PO3BUTKY ITiIPHEMCTB, BUXOISUH 3 YSABICHHS PO iHTEICKTyaTIbHIH MTOTEHITIAN K CHCTEMHY
€JIHICTh 3HaHb, KOMIIETEHTHOCTEH, MOPAIbHO-IIIHHICHUX OPIEHTHPIB, IHPOPMALIHHUX PECYpPCIB Ta COLIATLHO-TICHXOJIO-
IYHMX BITHOCHH, 1110 (JOpMYIOTECS Y TpolLieci comianizanii, mpodeciiiHoro HaBuaHHs it opraxizaniiiHoi B3aemoyii. [Toxa-
3aHO, III0 B yMOBaX 3pOCTaHHS TypOyJEHTHOCTI PUHKOBOTO CEPEIOBHINA 1 IIPUCKOPEHHS TEXHOJOTIYHUX 3MiH KITIOYOBHM
JICTEPMIHAHTOM CTIHKMX KOHKYPEHTHHX II€peBar BUCTYIIA€ HE CTUIBKH OOCST MaTepiajJbHUX aKTHBIB, CKUIBKH 3/1aTHICThH
Hi,I[HpI/I€MCTBa OpraHi30BaHO aKyMyJII0BaTH, IEPETBOPIOBATH 1 THpa)KyBaTH 3HAHHS, 3a0€3MEeTyI0Un 663H€pepBHiCTB BifI-
TBOPEHHS 1HTCJICKTyaJIbHOFO HOTeHLuaJIy TEPCOHaTY BIPOJIOBK JKUTTEBOTO LHKITY. OTpI/IMaHO apryMeHTOBaH1 pesysbTa-
TH 1IOJI0 PO KOMyHlKaIllI/IHOI Ta COLIaIBbHO-TICUXOJIOTIYHOI KOMIIETEHTHOCTI MeHe]l)KeplB SIK 3B’SI3yBaJIbHOT JIAHKK MIXK
3HaHHEBUMHU pecypcami i IHHOBAI[IHUMHM pe3ysibTaTaMH; yTOYHEHO €Talld BiITBOPEHHS 1HTEJIEKTYaJIbHOTO MOTEHIaly
(mepBuHHA comianizaris, 0a30Be IHTEIEKTyaJIbHE CTAHOBJIECHHSI, TPOQECciiiHO-OCBITHS MiATOTOBKA, HAKOIIMYESHHS i peati-
3aIlis, BiJjlada Ta BUCHAKCHHS) 3 OKPECIICHHIM MPOBIIHUX Cy0’€KTIB BIUTUBY Ta yMOB €(DEKTHMBHOCTI Ha KOXKHOMY 3 HUX.
3anpoIroOHOBaHO MPAKTUKOOPIEHTOBAHNI MEXaHi3M, 10 MO€AHY€ IHBECTHUIIi] y Oe3mepepBHE HaBYaHHS, PO3BUTOK CHCTEM
praBHiHHH 3HAHHSIMH, iHCTI/ITyuiOHaHiSaL{iIO romeHTaJIbHol' Koonepaui'l' I HACTABHHUIITBA, ichopMauiﬁHo AQHATITHIHY
MiATPHMKY TIPHIHATTS plmem, a TaKOX 1HIMKATHBHY OI_llHKy JIMHAMIKH 1HTene1<Tyam,Horo Karrirany 4epe3 METPHKH KOM-
METEHTHICHOTO 3pOCTaHHsI, IHHOBALIHOT pe3yJ'II)TaTl/IBHOCT1 IIIJTBHOCTI 3HAHHEBHX 3B’SI3KIB Ta OpraHi3aliiHOro Kiimary.
[IpakTiuHe 3HaUSHHS MOJISATAE Y MOKIIMBOCTI BHKOPHCTAHHS 3aMPOTIOHOBAHHX TAXO/IB /ISl IPOEKTYBAHHS KOPIIOPaTHUB-
HUX MPOTPaM PO3BUTKY MEPCOHAIY, ontumizanii imBectuniit y HIJAKP ta IT- 1H(1)paCprI<Typy, (bopMyBaHHﬂ KyJBTYpU
HaBYaHHS 1 JIOBIPH, 10 pa3oM 3abe3ledye MiJABUIIEHHS IHHOBAIIHOI CIIPOMOYKHOCTI IiIIPUEMCTB 1 BIJTBOPEHHS IXHIX
CTIMKMX KOHKYPEHTHHX TO3HLIN Ha PHHKY.

KuarouoBi cioBa: iHTeNeKTyanbHUH KariTall, iHTEJICKTYaJbHUN MOTEHIiaN, 1HHOBAIIMHUKI PO3BUTOK MiINPHUEMCTBA,
YIpaBJIiHHS 3HaHHSIMH, npodeciiiHa KOMIIETEHTHICTb.

Cmamms naoituna: 17.08.2025
Cmamms npuiinama: 10.09.2025
Cmammsz onybnikosana: 24.09.2025
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