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Purpose: The paper aims to explore how digital transformation is reshaping the management 8 

of intangible capital within organizations. It seeks to analyze the intellectual, social,  9 

and psychological capital roles as critical resources for ensuring organizational effectiveness, 10 

innovation, and sustainability in a dynamic digital economy. 11 

Design/methodology/approach: The paper employs a conceptual approach, synthesizing 12 

insights from recent theoretical frameworks and empirical studies to examine the interplay 13 

between digital transformation and intangible capital management. Key intellectual, social,  14 

and psychological capital elements are analyzed in the context of technological innovation, 15 

organizational processes, and employee behavior, highlighting their impact on strategic 16 

sustainability. 17 

Findings: The study reveals that digital transformation fundamentally alters the management 18 

and utilization of intangible capital. Intellectual capital benefits from enhanced knowledge-19 

sharing platforms, automation, and artificial intelligence, which optimize organizational 20 

learning and innovation. Social capital evolves through new digital communication tools that 21 

strengthen collaboration within and beyond organizational boundaries. Psychological capital 22 

gains importance as a resource for managing stress, fostering resilience, and maintaining 23 

employee motivation amid rapid technological changes. 24 

Research limitations/implications: The conceptual nature of the research limits its empirical 25 

validation, suggesting the need for future studies to explore quantitative and qualitative 26 

evidence. Further research could investigate sector-specific dynamics of intangible capital 27 

management and the long-term effects of digital transformation on organizational 28 

competitiveness. 29 

Practical implications: The findings highlight actionable organizational strategies, such as 30 

investing in digital tools to enhance knowledge management, fostering digital communication 31 

to build social networks, and prioritizing employee well-being to sustain psychological capital. 32 

These practices can significantly improve productivity, innovation, and adaptability in the 33 

digital era. 34 

Social implications: By enhancing the effective management of intangible capital, 35 

organizations can foster inclusive and collaborative environments that benefit society. 36 

Strengthening intellectual and social capital contributes to community development, while 37 
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prioritizing psychological capital improves workplace well-being, addressing broader social 1 

challenges like stress and mental health. 2 

Originality/value: The paper comprehensively examines intangible capital as a management 3 

resource in the digital age, integrating insights into intellectual, social, and psychological 4 

capital. It offers valuable guidance for academics and practitioners aiming to optimize 5 

organizational resources in the context of technological transformation. 6 

Keywords: management, intangible capital, intellectual capital, social capital, psychological 7 

capital. 8 

Category of the paper: Research paper. 9 

Introduction 10 

In globalization and the rapid digitalization of economies, where traditional tangible assets 11 

are no longer the only source of competitive advantage, organizations must focus on effectively 12 

using resources such as knowledge, intellectual property, brands, reputation, and other 13 

intangible assets. Such resources have become the basis for creating innovations that increase 14 

efficiency and are decisive factors for achieving organizational development in global 15 

competition. 16 

In the process of digital transformation, organizations face new challenges and 17 

opportunities. (Kuzior et al., 2023) A high level of technological integration makes it much 18 

easier to preserve, develop, and transfer intangible capital but simultaneously creates the need 19 

to constantly update tools for managing such assets. Therefore, it is essential for organizations 20 

not only to own intangible capital but also to manage it effectively to maintain their 21 

competitiveness in the market. 22 

Intellectual, social, and psychological capital is essential in the modern digital environment. 23 

Intellectual capital (Bellucci et al., 2020) has become a key factor in innovation and 24 

organizational growth, including knowledge and experience and the ability to adapt to new 25 

technologies quickly. Social capital (Spottswood et al., 2020) is defined by relationships, 26 

partnerships, and shared values, essential for creating effective collaborative networks. 27 

Meanwhile, psychological capital (Newman et al., 2014) influences employee motivation and 28 

emotional resilience, which is crucial in ensuring high productivity in the face of constant 29 

change and stress. 30 

Thus, effective management of intangible capital in the digital age requires a comprehensive 31 

approach integrating technological innovation, knowledge management, human resource 32 

development, and building strong social ties (Eisfeldt et al., 2014; Crouzet et al., 2022).  33 

The article is devoted to analyzing key issues of intangible capital management and the 34 

relationship between intellectual, social, and psychological capital that influence organizations' 35 

strategy, innovation, and effectiveness in the modern digital environment. 36 
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Methods 1 

The article used a conceptual approach that includes theoretical and empirical research 2 

methods to achieve the set goal. Theoretical methods included analyzing and synthesizing 3 

modern scientific techniques and systematizing digital transformation and intangible asset 4 

management literature. This made it possible to build a conceptual basis for the study, identify 5 

key categories, and establish relationships between them. 6 

Empirical methods involve content analysis of secondary data on implementing 7 

technological innovations in management processes. Particular attention was paid to qualitative 8 

analysis of the impact of intellectual, social, and psychological capital on the strategic 9 

sustainability of organizations. Methods of generalization of practical experience were used to 10 

confirm the conclusions obtained. 11 

The choice of these methods is justified by the need to integrate an interdisciplinary 12 

approach to take into account the complexity of the research issues and ensure a comprehensive 13 

study of the impact of digital transformation on the intangible capital of organizations.  14 

This made it possible to establish theoretical foundations for increasing management efficiency 15 

in the context of technological change. 16 

Results 17 

1. Intellectual capital in the digital age 18 

The value of intellectual capital goes far beyond traditional material and financial assets,  19 

as it is the driving force for the development of organizations in a globalized and 20 

technologically advanced world. Knowledge and competencies, not just physical or financial 21 

resources, determine success in a dynamic and competitive environment. 22 

Intellectual capital is an intangible asset of an organization that includes knowledge, skills, 23 

experience, the innovative potential of employees, and other invisible resources that ensure the 24 

creation of added value. (Quintero-Quintero et al., 2020) This type of capital is essential in 25 

today's digital transformation and globalization, when the value of an organization increasingly 26 

depends on its ability to generate new ideas, adapt to change, and innovate. 27 

In addition, intellectual capital creates a platform for collaboration between people, 28 

technology, and processes, allowing organizations to improve productivity, strengthen ties with 29 

customers and partners, and increase their competitiveness. 30 

Intellectual capital is the sum of human, structural, and customer capital that together form 31 

the basis for an organization's innovative development and strategic sustainability (Kuzior  32 

et al., 2022; Goldin, 2024; Aramburu et al., 2011; Swart et al., 2016). Figure 1 presents the main 33 
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components of intellectual capital that interact with each other and form the basis for creative 1 

development and strategic sustainability. 2 

 3 

Figure 1. Components of intellectual capital. 4 

Figure 1 demonstrates that an organization's intellectual capital is the result of the synergy 5 

of three main components: human, structural, and customer. 6 

Human capital includes employees' knowledge, skills, experience, and creativity, ensuring 7 

the organization's innovative potential. Human capital is a source of ideas, innovations,  8 

and strategic initiatives. In the modern digital environment, the role of human capital is growing 9 

because employees not only perform assigned tasks but also actively contribute to the 10 

transformation of the business. 11 

Structural capital covers internal processes, organizational culture, technologies,  12 

and the knowledge base that creates conditions for practical work and implementing 13 

innovations. Such an environment supports human capital and allows you to maximize its 14 

potential. 15 

Customer capital reflects the value of relationships with customers and partners and the 16 

organization's reputation in the market. Customer capital determines the company's ability to 17 

attract, retain, and expand its customer base, especially in conditions of high competition. 18 

All elements interact and complement each other, strengthening the organization's ability to 19 

adapt to change, generate new ideas, and achieve strategic goals. Intellectual capital arises as  20 

a result of such interaction and provides the basis for the development and competitive 21 

advantages of the organization. 22 

Intellectual capital is vital to organizations' successful adaptation to digital transformation 23 

conditions (Bamel et al., 2020; Pew Tan et al., 2007). In today's business environment,  24 

where digital technologies rapidly change the game's rules, knowledge, innovative potential, 25 

and strategic resources become the basis of competitive advantages. 26 

First, intellectual capital contributes to the implementation of new technologies and 27 

processes. Thanks to human capital, which includes skills, creativity, and the ability to learn, 28 

organizations can successfully adapt to using advanced digital tools such as artificial 29 

intelligence, big data, and automation. 30 
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Secondly, structural capital in the form of innovative infrastructure, databases,  1 

and technology platforms allows an organization to integrate digital solutions into its business 2 

processes. This approach provides increased efficiency, speed of decision-making,  3 

and flexibility in response to changes in the market environment. 4 

Thirdly, customer capital becomes essential for strengthening the organization’s position in 5 

digital markets. Building trusting relationships with customers and partners and using their data 6 

to personalize products and services helps increase loyalty and create additional value. 7 

In general, intellectual capital provides organizations with the opportunity not only to adapt 8 

to digital changes but also to be their driver (Paoloni et al., 2020; Ahmed et al., 2019).  9 

By integrating human, structural, and customer capital, organizations can create innovative 10 

products, optimize business processes, strengthen their reputation, and ensure sustainable 11 

development in the conditions of digital transformation. 12 

2. Social capital in the digital age 13 

Social capital is an intangible asset encompassing the social ties, norms, values, trust,  14 

and interactions within a community or organization. It enables effective communication, 15 

coordination, and cooperation between social or professional group members, contributing to 16 

achieving common goals (Portes, 2024). Social capital goes beyond material or intellectual 17 

resources, as its basis is relationships between people. It includes formal networks  18 

(e.g., professional associations, organizations, or collectives) and informal ones (personal 19 

relationships, friendships). 20 

Figure 2 visualizes the main components of social capital, namely trust, social ties,  21 

and norms and values, which are essential elements of interaction between individuals in society 22 

(Chetty et al., 2022a, 2022b). The interaction of such components forms social capital that 23 

supports the development of communities and organizations. 24 

 25 

Figure 2. Components of social capital. 26 
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Social capital includes several main components that interact with each other to ensure 1 

practical cooperation in society and business. One of the essential components is trust,  2 

which provides stability and transparency in relationships, reduces the risk of conflicts,  3 

and promotes an open exchange of ideas and resources. Another critical component is social 4 

ties, which form a network of relationships between individuals and are the basis for 5 

cooperation. Social relations can be horizontal, between equal group members, and vertical, 6 

between subordinates and managers. Developed social ties contribute to exchanging 7 

knowledge, experience, and support for interaction within the community. In addition,  8 

the norms and values common to community members regulate their behavior, forming the 9 

basis for practical cooperation. In a corporate environment, such norms can become part of the 10 

organizational culture and contribute to the cohesion and integrity of the team. 11 

Social capital has taken on new forms with the spread of digital technologies.  12 

Online communities, social networks, and digital platforms have become key tools for forming 13 

and developing relationships. Digitalization has opened up several new opportunities, including 14 

quick access to resources and information, increased network interaction (globalization of 15 

relationships), and professional development and networking platforms (Filipovic et al., 2023; 16 

Boutilier, 2017). However, with the advantages come new challenges, namely the threat of 17 

superficiality of relationships due to the lack of personal interaction, the decline in trust due to 18 

information manipulation, and the need to adapt to new forms of communication. 19 

3. Psychological capital in the digital age 20 

Psychological capital is the psychological resources that contribute to personal 21 

development, effective performance, and success. Psychological capital is the internal qualities 22 

and strengths that allow a person to overcome difficulties, adapt to change, and maintain 23 

motivation at a high level (Luthans et al., 2017). Psychological capital is an essential factor in 24 

achieving professional and personal well-being and maintaining resilience in conditions of 25 

stress and challenges. 26 

Figure 3 reflects the concept of psychological capital, which includes elements such as 27 

optimism, self-determination, and achievement orientation, which affect the ability of  28 

an individual to cope with difficulties, achieve goals, and maintain a positive mood in the work 29 

process (Nolzen, 2018). These components interact with each other, contribute to developing  30 

a person’s internal resources, and increase their effectiveness in various areas of life. 31 
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 1 

Figure 3. Components of psychological capital. 2 

Psychological capital includes several essential components that contribute to the 3 

development of the individual and the effectiveness of his/her activities. One of these 4 

components is self-efficacy, which means confidence in one's abilities and ability to succeed in 5 

various situations. This is a motivational component that encourages a person to take active 6 

actions. Another critical component is optimism, expressed in a positive attitude toward the 7 

future and confidence that difficulties can be overcome (Datu et al., 2016). Optimism supports 8 

motivation and resilience in the process of achieving goals. In addition, achievement 9 

orientation, or result orientation, is a component of psychological capital that contributes to 10 

maintaining high productivity and efficiency through the desire to achieve ambitious goals.  11 

All components interact with each other and form the basis for successful activities and personal 12 

development. 13 

The features of psychological capital in digitalization manifest in the interaction of various 14 

factors that affect personal development and activity effectiveness. On the one hand, digital 15 

technologies open up new opportunities for professional development. Still, on the other hand, 16 

they create pressure due to the need to constantly update knowledge and skills, which affects 17 

self-esteem and self-efficacy. People with a high level of psychological capital are more likely 18 

to adapt to new technologies and changes, which allows them to function effectively in the 19 

conditions of digitalization. However, constant information overload, the requirement to be 20 

available online, and rapid changes can lead to digital stress and burnout (Dawkins et al., 2013). 21 

Psychological capital helps to cope with challenges and maintain internal balance. In addition, 22 

optimism in the context of digital changes helps to perceive technological innovations not as 23 

threats but as opportunities for personal and professional growth. Achievement orientation is 24 

also essential in the digital environment, as it helps maintain a clear goal and strategy for 25 

achieving results, even in constant change and challenges. Thus, psychological capital is 26 

essential for adapting to a rapidly changing digital environment, allowing people to remain 27 

motivated, effective, and resilient in the face of new challenges. 28 
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4. Intangible capital as a management resource 1 

Intellectual capital as a management resource is essential for organizations striving for 2 

development and competitiveness. Intellectual capital includes knowledge, experience,  3 

and intellectual achievements that an organization can use to improve efficiency and achieve 4 

strategic goals (Ali et al., 2021; Buenechea-Elberdin et al., 2018). Intellectual capital 5 

management consists of creating and implementing strategies that allow an organization to 6 

effectively use its knowledge, achievements, and innovations to gain competitive advantages. 7 

This approach includes the search for and preservation of necessary expertise, support,  8 

and development of the intellectual potential of employees, as well as the implementation of 9 

technologies and processes to optimize the use of knowledge in organizational activities.  10 

As a result, intellectual capital becomes not only a source of innovation but also a key factor in 11 

ensuring the long-term sustainability and effectiveness of the organization. 12 

Social capital is a vital management resource that is actively used in management to increase 13 

productivity, strengthen corporate culture, and form an organization's development strategy.  14 

In the modern corporate environment, social capital helps create conditions for practical 15 

cooperation and innovation (Jääskeläinen et al., 2022; De Carolis et al., 2006). Building trust 16 

in teams ensures processes' transparency, reduces conflicts, and improves communication 17 

efficiency. In addition, developing social ties between employees contributes to improving 18 

internal interactions. It creates conditions for knowledge cooperation and exchange, essential 19 

for achieving high results under challenging conditions. It is also important to integrate social 20 

capital with other intangible assets, such as intellectual and psychological capital, which allows 21 

the organization to achieve development, focusing on innovation, growth, and adaptation to 22 

change. In light of modern challenges such as digitalization, decentralization of work, and the 23 

need for rapid innovation, social capital is becoming even more critical for ensuring the success 24 

of organizations. The development of social capital is the basis for building effective and 25 

competitive structures in individual organizations and society. 26 

Psychological capital is a vital management resource that significantly impacts 27 

organizations' sustainability and effectiveness. One of the main benefits of using psychological 28 

capital is to increase the organization's resilience to external and internal changes (Witasari  29 

et al., 2020; Çavuş et al., 2015). Employees with a high level of psychological capital can adapt 30 

to change faster, effectively overcome stressful situations, and respond quickly to changes in 31 

times of crisis or industry restructuring. Investments in the development of psychological 32 

capital also significantly improve employee motivation and engagement, increasing their 33 

productivity. A positive attitude towards work, self-confidence, and a focus on achieving results 34 

help employees maintain high levels of efficiency, even under challenging conditions.  35 

This approach allows the organization to maintain stability and increase its competitiveness in 36 

the market. In addition, psychological capital is an effective tool for managing emotional risks. 37 

In high demands and stressful situations, psychological capital helps reduce stress, burnout,  38 
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and negative emotions that can arise from adverse working conditions. This trend contributes 1 

to the preservation of the psycho-emotional health of employees and ensures stability in the 2 

organization. Psychological capital also helps to support innovation and creativity in the 3 

organization. Employees with a high level of psychological capital demonstrate a more 4 

remarkable ability to generate new ideas and solve complex tasks, which is a key factor for 5 

organizations that seek to maintain their competitive advantages in conditions of rapid changes 6 

in the market. Active work on developing employees' psychological capital contributes to 7 

forming a healthy corporate culture where employees feel their value, effectively interact,  8 

and work to achieve common goals. An effective corporate culture creates a positive moral 9 

climate in the company, which directly impacts the overall performance of the organization. 10 

Thus, psychological capital is a vital resource that helps to increase employees' individual 11 

productivity, ensures the organization's stability and adaptability to new conditions,  12 

and increases its competitiveness and efficiency in the long term. 13 

Conclusions 14 

Digital transformation is radically changing organizations' management approaches and 15 

strategies, particularly in the context of intangible capital management. The organization's 16 

intellectual, social, and psychological capital, traditionally considered essential assets for 17 

achieving strategic goals, is undergoing significant changes due to the integration of digital 18 

technologies (Kuzior et al., 2023). This trend opens up new opportunities for the effective use 19 

of these resources and creates new challenges for organizations seeking to adapt to rapid 20 

changes in the digital economy. 21 

Digital transformation has a significant impact on the intellectual capital of the organization. 22 

Thanks to the latest digital tools and technologies, such as online learning platforms, automated 23 

knowledge management systems, and artificial intelligence, organizations can quickly adapt 24 

their development strategies and ensure continuous knowledge exchange between employees, 25 

regardless of location. At the same time, this allows for significantly reducing training costs 26 

and increasing the availability of knowledge. However, these opportunities require 27 

organizations to constantly pay attention to developing new technologies that ensure the 28 

effective use of intellectual capital. 29 

The changes brought by digital transformation also affect the social capital of organizations. 30 

The introduction of digital communication tools allows new interaction between employees, 31 

partners, and customers (Shvindina et al., 2023). Collaboration platforms, social networks,  32 

and real-time technologies significantly improve team interaction and ensure the effective 33 

exchange of information and ideas. They also support corporate culture, helping to maintain 34 

communication between employees, even when they work remotely. Such opportunities allow 35 
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organizations not only to integrate their internal resources but also to strengthen ties with 1 

external partners and customers, which, in turn, has a positive impact on social capital. 2 

In turn, psychological capital becomes even more critical in the context of digital change 3 

because technologies change how employees work and interact. Digital tools used to monitor 4 

employees’ moods and emotional state allow organizations to respond quickly to changes in 5 

employees’ psychological state, reduce stress levels, prevent burnout, and help maintain  6 

a balance between work and personal life. Flexible working conditions and supporting 7 

employees’ healthy emotional states through digital platforms and personalized development 8 

programs increase employee motivation and productivity, an essential factor for organizations 9 

striving to achieve high results in a rapidly changing market. 10 

Thus, digital transformation significantly affects all aspects of the organization’s intangible 11 

capital management (Balahurovska, 2023). It creates new opportunities for the development of 12 

intellectual capital through digital platforms and technologies, transforms social capital by 13 

providing new forms of interaction and communication, and improves psychological capital by 14 

offering tools to support employee motivation and resilience. However, with these opportunities 15 

come new challenges that require organizations not only to invest in technology but also to 16 

adapt management strategies to the conditions of the digital economy. Organizations must 17 

invest not only in technology but also in developing flexible and adaptive management 18 

approaches capable of effectively using intangible capital in an environment of constant change. 19 
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