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Anoranisi. CTaTTs MpUCBsSYCHA MUTAHHAM (OPMyBaHHS YIIPABIIHCHKOIO KaIiTaly Cy4acHOIro
Oi3Hec-TpocTopy, MO Biirpae BaXKIMBE 3HAYCHHS JJIS MisUTHHOCTI €KOHOMIYHHMX CY0’€KTiB Ha MIKpO
Ta MAakpopiBHsAX. JlOBeoeHO BaKJIMBICTb MNPOLECIB iHTENEKTyali3alii BHPOOHWYMX BiJHOCHH
TOCTIONIAPIOIOYNX  CYO’€KTIB, OCOOJMBO B KOHTEKCTI (OpPMYyBaHHS KOHKYPEHTOCIIPOMOXKHOTO
JIONICEKOT0 KamiTally. Ha OCHOBI aHami3y TEOPETHYHHX ITiIXOJIB OKPECIICHO CYTHICTh Ta OCHOBHI
CKJIaJOBi YNpPAaBIiHCHKOTO KamiTally $K I1HTEJICKTyaJbHOrO KaliTaly yNpaBIiHCHKOI KOMaHAH.
[IpoananizoBaHe MOHSTTS IHTENEKTYaIbHOTO KariTary 0i3Hec-TIpOCTOpY, sIKe MPEICTABICHE Y SKOCTI
Horo HeMmaTepiaibHOrO akTHBY (I[IHHOCTEH), O 3/IaTHUH MiJIBUIIMTH PUHKOBY BapTiCTh Ta PiBEHb
KOHKYPEHTOCIIPOMOXKHOCT]I oprasizauid. Cy4acHHI NOIJIA[ HA iHTENEKTyaJbHHUH KamiTana J03BOJIUB
BUAUTMTH TpU HOrO CKJIAIOBi: JIIOACHKHUH, OpraHi3amiiHUM Ta KIIEHTCHKUH (IapTHEPCHKHIA,
CTCUKXOJJIEpChKUH) BuAM Kamitanmy. JloBeleHO, IO iHTeNeKTyamizalis Oi3Hec-cepe/loBUIa €
00’€KTUBHOIO YMOBOIO TOCIIOJaPIOBAHHS B KOHTEKCTI TONIYKY IUIAXIB €KOHOMIYHOI'O 3POCTaHHS 32
paxyHok Bucokomnpodeciiinoi komaHAHOI poOOTH TMepcoHaNy MiANPUEMCTBA B yMOBax
(yHKIIOHYBaHHSI MpoQeciiHOi CUCTEMU MEHEKMEHTY Ta (POPMYBAHHS YNPaBIIHCHKOTO KamiTamy.
3anpornoHOBaHO aBTOPChKE OaueHHS CTPYKTYpU YIPABIIHCHKOTO KalliTaly, IO CKIAAa€ThCsA 13
JIFOACBKOr0 KalliTally YNpaBIiHCbKOT KOMaHIW, ii €MOLIMHOro KamiTady Ta COLIOKYJIbTYpHOI'O
Kamitany (ynpaBiaiHCHKOI KymnbTypH). JIFOACHKHMII KammiTan ympaBiaiHCBKOI KOMaHIW PO3TISHYTO SK
CHCTEMY, III0 BKJIIOYAE OCBIYEHICTh Ta JIOCBiJ, CTaH 3J0POB’S, KPEaTHBHICTh, KOPIOPATUBHI 3HAHHS,
PO3YMiHHSI 30BHINIHBOI Ta BHYTPIIIHBOI iH(pOpMaIlii. AKTyari30BaHO yBary Ha OCHOBHI 3acaiu
(opMyBaHHS E€MOLIMHOTO KaIliTaly oOpraHisamii Ta yHpaBIiHCHKOI KOMaHIM uYepe3 HasBHICTbH
eMoIIiHOr0  iHTeNnekTy. COIOKYJIbTYPHHH KaIliTajll 3ampoOlOHOBAHO pO3INISAATA Y  BHUIJISIL
VIPaBIiHCHKOI KYJIBTYPH, IO BKIIIOYAE KaIliTal COLIaJbHO-TPYIOBHX BIJHOCHMH Ta KOMYHIKAIIIT;
HOPMHU 1 I[IHHOCTI; MOTHBAIlif0; PIBHOMPABHICTh, PI3HOMAaHITHICTh Ta 1HKIIIO3UBHICTh YIPaBIiHCHKOI
komaHgu. OOTPYHTOBaHO BIUTMB YNPABIIHCHKOI'O KalliTaly Ha I1HTEJEKTyali3allilo CoLialbHO-
TPYJOBHX BIJHOCHUH, IO Mepeadavyae MOXKJIMBOCTI  IIJBHIIEHHS SIKOCTI TPYAOBOTO JKHTTSA KOXKHOTO
MpamiBHAUKAa W  JIOCSATHEHHs  YCIMiXiB TOCHOJApPIOIOYMX CyO0’€KTIB B  yMOBaxX CKJIQJHUAX
TparcpopManiiHUX BUKIHAKIB. KaTeropis «KiCTh TPYIOBOTO KUTTSD PO3TIIIHYTA Y SIKOCTI OCHOBHOTO
pe3yabTaTy QPyHKIIOHYBaHHS MPOQECIHOT CUCTEMH MEHEKMEHTY Ta BIAMOBITHOTO YIPABIiHCHKOTO
Kammitary. 3alpoloOHOBAHO CHCTEMY YMHHHKIB BIUIMBY Ha SKICTh TPYIOBOTO XKHTTS, IO 00yMOBIEHI
IHTENEKTyalli3aIli€l0 COMiaTbHO-TPYIOBUX BITHOCHH CY9acHOTO Oi3HEC-TIPOCTOPY.

KarwuoBi ciioBa: ynpaBnmiHCHKHIA KamiTall; yNpaBliHChKa KOMaHJA; JIIOJCHKHMA KarliTal;
IHTEJICKTYaJIbHUH KalliTaJl; eMOILIMHNN KaIliTaJl; COLIIOKYJIbTYPHUH KaIliTall; ypaBIiHChKa KYJIbTYpa;
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npodeciiHa cUcTeMa MEHEIKMEHTY; COLIANbHO-TPYJOBI BiHOCHHH; SIKICTh TPYIOBOTO JKHUTTH,
KOHKYPEHTOCIIPOMOKHICTb.
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Abstract. The article is devoted to the formation of managerial capital in the modern business
space, which plays an important role in the activities of economic entities at the micro and macro
levels. The importance of the processes of intellectualization of production relations of economic
entities is proved, especially in the context of the formation of competitive human capital. Based on
the analysis of theoretical approaches, the essence and main components of managerial capital as the
intellectual capital of the management team are outlined. The author analyzes the concept of
intellectual capital of business space, which is presented as its intangible asset (values) that can
increase the market value and competitiveness of organizations. A modern view of intellectual capital
has made it possible to distinguish its three components: human, organizational and client (partner,
stakeholder) types of capital. It is proved that intellectualization of the business environment is an
objective condition for economic management in the context of finding ways of economic growth
through highly professional teamwork of the enterprise's personnel in the context of a professional
management system and formation of managerial capital. The author's own vision of the structure of
management capital is proposed, consisting of human capital of the management team, its emotional
capital and socio-cultural capital (management culture). The human capital of the management team is
considered as a system that includes education and experience, health, creativity, corporate
knowledge, understanding of external and internal information. Attention is focused on the basic
principles of forming the emotional capital of the organization and the management team through the
presence of emotional intelligence. The socio-cultural capital is proposed to be considered in the form
of managerial culture, which includes the capital of social and labor relations and communication;
norms and values; motivation; equality, diversity and inclusiveness of the management team. The
author substantiates the impact of managerial capital on the intellectualization of social and labor
relations, which provides for the possibility of improving the quality of working life of each employee
and achieving success of economic entities in the face of complex transformational challenges. The
category of “quality of working life” is considered as the main result of the functioning of a
professional management system and the corresponding management capital. The author proposes a
system of factors influencing the quality of working life, which are caused by the intellectualization of
social and labor relations in the modern business space.

Keywords: managerial capital; management team; human capital; intellectual capital;
emotional capital; socio-cultural capital; managerial culture; professional management system; social
and labor relations; quality of working life.

Introduction. Today's globalization challenges have led to the actualization of a wide
range of issues that can enhance the adaptability and competitiveness of the domestic and
global business environment. In these conditions, it is important to increase the efficiency of
management on the basis of the formation of the management capital of the business
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environment, which is embodied in the real production environment through the activities of
the management team. The intellectualization of all production processes, and especially
social and labor relations, allows, as successful international practices show, to achieve the
prosperity of companies in a complex globalized space and significantly improve the quality
of working life of their personnel. Therefore, we consider the issues of formation of
managerial capital in the context of intellectualization of social and labor relations as an
urgent problem that requires scientific research, taking into account current global trends and
domestic realities. This is especially true in the context of the military aggression of the
Russian Federation and the search for effective ways of post-war recovery of the Ukrainian
economy at different levels of management: enterprise, region, industry, country, and the
world.

Task statement. Various aspects of intellectualization of social and labor relations in
the context of formation of the management system are reflected in the works of foreign and
domestic scholars. Thus, the issues of the essence of human capital and social and labor
relations, their structure, importance for employment and the labor market, innovation and
investment development were considered in the studies of O. Amosha, V. Antoniuk, M.
Armstrong, S. Bandur, G. Becker, D. Bogina, V. Bliznyuk, A. Galchynskyi, L. Galkiv, O.
Gerasymenko, V. Heits, O. Hryshnova, A. Kolot, S. Kalinina, E. Libanova, J. Mincer, G.
Nazarova, O. Novikova, I. Petrova, L. Semiv, T. Schultz, etc.

The issue of intellectualization of relations in the context of the knowledge economy,
training and development of personnel is presented by the views of such authors as I. Blahun,
O. Zhytchenko, M. Kovalenko, A. Kolyada, H. Stryzhak, M. Ivasyshyn, etc. E. Kuznetsov, A.
Glushenkova, V. Nados, Danting Cao, Yike Yu, etc. have considered managerial capital and
various aspects of the formation of a management team in their studies.

However, it should be noted that despite a certain number of studies related to the
actualization of the human factor in management, the issues of formation and reproduction of
managerial capital in the process of modernizing the intellectual level of social and labor
relations in the context of the functioning of the real business space, especially the domestic
one, are not sufficiently considered. It must adapt not only to the powerful globalization
challenges, but also to make effective management decisions in the face of Russia's military
aggression and determine the strategy for post-war recovery of Ukraine and each of its
regions.

Therefore, the purpose of the presented study is to substantiate the theoretical
foundations and practical recommendations for the formation and reproduction of managerial
capital of entities operating in the business space in the conditions of intellectualization of
social and labor relations, which are provided by a professional management system.

To achieve the goal, we used general scientific and special methods that allow us to
systematically master the selected issues. Historical and philosophical analysis allowed us to
carry out an evolutionary consideration of general provisions regarding the essence of
managerial, human, intellectual, emotional, socio-cultural capital. The method of structural-
logical modeling was used to substantiate the structure of managerial capital and its main
components related to the functioning of the management team. The method of induction and
deduction was used to master the category of "quality of working life" with the definition of
the system of factors influencing it, which are due to the intellectualization of social and labor
relations of the modern business space. The method of systematization and scientific
generalization, as well as the abstract-logical method allowed us to summarize the results of
the research and formulate its conclusions.

Results. The transformational changes of modern times and the humanization of social
relations have determined the crucial importance of man and the need for a qualitative change
in his role in the production environment. This is confirmed by statistical data. For example,
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among the main tasks, almost 85% of managers in Japan put human resources in first place,
while 45% are assigned to new technologies, and 20% consider entering new markets
important. In the USA, about 76% of corporate enterprises introduce and implement training
and personnel development programs. At the same time, more than 30% of companies assess
education costs as important investments, which are part of their competitive strategy.
Examples are such well-known American companies as Ford and Chrysler, which have
invested 25% and 35% of their investments in professional development of personnel,
respectively, since the 1990s. According to experts, only the General Electric Corporation
invests an average of 100 million in human resources every year. dollars, and the total US
spending on vocational training reaches $100 billion. Vocational training in the UK is
estimated at 3.6% of the country's GDP. The average cost of enterprises for training and
development of personnel in France is estimated at 3% of the payroll, which tends to grow.
Developed countries of the world pay attention to the systematic nature of training and
development - in Japan, for example, the frequency of employee training is 1-1.5 years, and in
other developed countries of the world - up to 3 years. The situation in Ukraine,
unfortunately, does not reflect modern global trends in the context of investing in human
capital. According to the authors of the monograph, "only 11.5% of the registered number of
full-time employees are covered by the system of vocational training, retraining and advanced
training. Expenditures on vocational training of personnel in production make up about 1% of
the payroll, and the frequency of advanced training of employees is on average 11 years" [1,
pp. 148-149].

Let us try to analyze the importance of human capital for the business environment,
taking into account different points of view, which gradually developed in the scientific space
under the influence of existing external and internal challenges.

Thus, in the works of Nobel laureate T. Schultz, who studied the sources of economic
growth, a previously unknown parameter called the “residual factor” was identified, which
was later explained in the sense of productive abilities acquired and developed by a person
[2]. Subsequently, a group of scientists, including another Nobel laureate in economics, G.
Becker, outlines the concept of “human capital””, which is considered as a fundamental source
of economic growth through knowledge and competencies [3]. At the same time, the
important role of education, science, health, etc., which were traditionally considered
unproductive areas of human activity, is determined.

Subsequently, the issues of formation and reproduction of human capital were reflected
in the works of many foreign and domestic authors, which proved the serious influence of the
human factor on the success of operating economic entities. According to analysts, on
average, intangible assets and corporate knowledge provide 80% of the market value of
successful companies in the world; 95% of the stock market value of high-tech enterprises is
associated with intangible assets [4, p. 91].

Gradually, an understanding of another important category is being formed -
"intellectual capital”, which is interpreted from different points of view. Thus, the
philosophical meaning of intellectual capital is associated with the ability to think, to know
from the point of view of "accumulation of scientific, theoretical and practical knowledge of
humanity, society about relevant actions, processes, problems, solutions” [5].

From an economic point of view, intellectual capital is one of the types of capital that
has the characteristics inherent in capital and at the same time is characterized by its own
specificity and features, the complexity of which is due to human nature and the
corresponding multi-vector mechanism of functioning.

Intellectual capital is associated with the isolation and definition of intangible values of
the business environment that can significantly increase its market value and the
competitiveness of organizations. We should agree with the authors who structurally divide
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intellectual capital into: human capital (knowledge, skills, experience, personnel
qualifications, etc.); organizational capital (organizational and corporate culture, information
resources, networks, etc.); client (partner, stakeholder) capital (relationships with partners,
stakeholders, trademark, etc.) [4.5.6]. As we can see, the importance of intellectualizing the
business environment for the management results of various economic entities in the context
of finding ways of economic growth not only based on the use of innovative production
technologies, but also taking into account the activities of a highly professional team of
employees is clearly highlighted.

Under the above conditions, the issues of appropriate management support of the
complex system of production relations of a business entity, in which social and labor
relations are of particular importance, become a priority. From our point of view, they are the
core of a professional management system, as they allow to significantly increase the human
capital of the business environment and its overall success.

In conditions when social and labor relations are complicated under the influence of
rapid changes and often unexpected challenges (pandemics, military aggression,
environmental disasters, natural disasters, etc.), it is the managerial potential that plays, from
our point of view, a key role in the formation of an effective team that is able to optimally
adapt the business entity based on finding effective management solutions to ensure
competitive advantages in the real market of goods and services.

At the same time, the objective need for intellectualization of social and labor relations
and management processes themselves is significantly actualized, the origins of which lie in
the postulates of the knowledge economy, where, as researchers rightly note, “the main
driving factor is intellectual resources, scientific achievements and innovations” [7].
Accordingly, the modern world requires the integration of education, science and business,
which cannot be ensured without powerful managerial support, both at the level of an
individual business entity and at the level of the national (global) economy.

Accordingly, an objective question arises of substantiating the important — from the
point of view of the professional management system — definition of “management capital”,
which is capable of implementing the strategic development of business units through the
appropriate activities of the management team. Innovation and inclusiveness, which are
considered as modern fundamentals of management, require rethinking the role of human
capital in the context of increasing the intellectualization of the production space, which
cannot be achieved without adaptive managerial support and the formation of management
capital.

Professor E. Kuznetsov’s point of view is correct, that the quality of management and
“the dynamics of innovative development determine the quality of the process of
capitalization of intellectual human resources, both in the format of intellectual and
management capital” [8]. If intellectual capital is considered as “the sum of knowledge,
experience, professional training and intuition of all employees of the enterprise, established
human connections, information in the form of databases, communication network” [9], then
accordingly, managerial capital does not apply to all employees of the enterprise, but only to
representatives of the management team.

The formation of a management team, as evidenced by the experience of successful
companies in the world, is a complex and multifaceted process, in which strategic thinking
and powerful leadership skills are the main priorities. The results of long-term research on
companies (from 2008 to 2020) related to the assessment of the impact of the stability of the
management team on the innovativeness of the enterprise have proven that “the stability of
the top management team effectively promotes innovation; the psychological capital of the
chairman plays ... a regulating role in the impact of the stability of top management on the
innovation of the enterprise; social capital and emotional capital play a positive regulating
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role in the impact of the stability of the top management team on the innovation of the
enterprise. After further determining the motivation for innovation of the enterprise, it was
confirmed that the stability of the top management team promotes the innovation of the
enterprise, and the implicit human capital of the chairman regulates the significant innovation
of the enterprise” [10]. This significantly updates the study of the influence of the
management team on the prosperity of economic entities at different levels of management.

Often, the management team is identified with a group of managers (top managers) led
by the chief executive officer (CEO), who direct the daily activities of a business organization
and its strategic development and “require a deep appreciation and understanding of effective
leadership styles. When a management team is truly effective, the organization is more than
just a combination of daily operations functions. Each member of the management team is
responsible for different business functions and is therefore responsible for ensuring that
different parts of the business are moving in the same direction” [11].

According to E. Kuznetsov’s point of view, “A management team is a team of
professionals who specialize in their field of management activity, have enormous potential
and motivation for further development and professional interaction with other members of
the management team” [8, p. 20]. In general, agreeing with this definition, we consider it
necessary to add the goal of the management team’s activities, which is to have a reasonable
influence on the company’s personnel to ensure innovative development, team stability and
achieve competitive advantages in the market environment.

In understanding the complexities and challenges of the modern globalized world, it is
precisely managerial capital, from our point of view, that appears to be the most significant
and promising intellectual capital of the organization's management team, as it allows for
finding innovative management solutions that can ensure the strategic development of
economic entities at different levels of management.

Fig. 1 proposes a vision of the essence and main components of managerial capital,
which include: the human capital of the management team, its emotional capital and socio-
cultural capital (management culture).

The human capital of the management team should be considered as a set of education
and experience, health, creativity, relevant corporate knowledge, understanding of external
and internal information important for making management decisions.

The emotional capital of the management team has a complex nature and is considered
due to the presence of emotional intelligence in it. Emotional intelligence, as is known, is not
an innate characteristic of a person, therefore it requires appropriate investments that can
increase income in the future [12, p. 296]. Accordingly, the amount of emotional capital of
the management team representatives will allow to increase the level of its management
capital, which, along with other things, can ensure the success of the business environment.

To determine the structure of emotional capital, taking into account the Bar-On model
of emotional intelligence [13, p. 14] and the research of other authors [14, p. 104], we will
highlight its six main components: intrapersonal, interpersonal, adaptive, stress management,
general mood and self-presentation.

The components of emotional capital and their factors are presented in Fig. 1,
understanding which allows:

- to be aware of one's feelings and their cause, to understand the impact of one's own
behavior on others (introspection);

- to express thoughts and feelings clearly, to show firmness in defending one's point of
view (assertiveness);

- to make decisions independently and control oneself (independence);

- to recognize one's strengths and weaknesses, to be in agreement with oneself, despite
weaknesses (self-esteem);
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- to realize one's own potential, to be satisfied with achievements in work, business,
personal life (self-actualization);

- to understand what other people feel and think, that is, to understand how others look
at the world around them (interpersonal empathy);

- to cooperate mutually beneficially within the management team and with other
employees (social responsibility);

- to establish and maintain mutually beneficial relationships built on mutual concessions
and feelings of emotional closeness (interpersonal relationships);

- see the world as real, not just imaginary or/and desired (reality assessment);

- coordinate one's thoughts, feelings and actions in relation to changing circumstances
(flexibility);

- recognize problems and find ways to effectively and optimally solve them (problem-
solving skills);

- remain calm, focused in the face of undesirable events, and conflicting emotions,
behave constructively without succumbing to them (stress tolerance);

- resist impulsive actions and be able to prevent one's own impulse to them (impulsive
control);

- maintain a positive and realistic attitude, especially in adverse circumstances
(optimism);

- be happy, be able to please oneself and others, perform various activities with interest
and enthusiasm (life satisfaction);

- have an appropriate appearance, manner of bearing, clothing, posture, etc. (nonverbal
self-presentation);

- formulate, if necessary, self-descriptions through personal and socio-role
characteristics (verbal self-presentation), etc. [14, p. 104].

The above analysis of the components of emotional capital is, of course, inexhaustible
and requires further research in the field of emotion management, especially in the context of
the activities of the management team, increasing the effectiveness of social and labor
relations in the management system and the formation of managerial capital.

Another important substantive part of managerial capital is the socio-cultural capital of
the management team. We propose to consider it in the form of managerial culture, which is
of particular relevance in the current business environment. It allows to ensure the strategic
development of the company on the basis of effective social and labor relations within the
management team and between it and the company's personnel; to fully take into account the
socio-cultural factors of the economic entity's activity, forming corporate norms and values of
the company, communication, motivation system, equality, diversity and inclusiveness in the
production space.

Attempts to define managerial culture by researchers have shown the ambiguity of its
interpretation. Some authors integrate the concept of managerial culture with the culture of
employees of the management apparatus, working conditions, documentation, and the
management process as a whole [15], which, from our point of view, does not fully,
superficially reveal the complex phenomenon of managerial culture.

A group of authors, considering managerial culture in the context of educational
institutions, define it as a complex and multifaceted social phenomenon - a system of “static
and dynamic elements of different social nature and significance”, which in practice is
expressed by a system of functions determined by the purpose and objectives of management;
features of the management structure; socio-cultural and psychological characteristics of
employees [16, p.8-9.]

As "a complex of knowledge about the system of values and the purpose of the
organization's activities, ways and means of achieving it, rules and norms of business
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behavior that determine the nature, content and most effective means, forms and methods of
work" defines managerial culture Yu. Kaidanovich [17]. This definition, in our opinion, does
not take into account the importance of the management team as a carrier of managerial
culture. This is reflected in the point of view of other researchers who draw attention to the
fact that managerial culture is a component of the “general culture of the manager as a subject
of authority” and "a cumulative indicator not only of managerial experience, level of
managerial knowledge, skills, abilities, professionalism, but also of feelings and patterns of
behavior" [18].

It should be emphasized that management culture in the modern business environment
is a complex integrative definition, which should be considered as a system of relations based
on business and professional competencies, personal qualities of representatives of the
management team, capable of providing effective leadership influence on followers (staff,
team) to implement tactical and strategic goals of the business entity and its competitiveness
in the market [19, 20].

Of course, the formation of a management team cannot occur without processes of
constant learning and development (self-development), which enhance the intellectual content
of the professional management system and, accordingly, its management capital.
Understanding this allows us to significantly increase the success of a business organization
from both quantitative and qualitative (emphasis added!) points of view.

In the form proposed in Fig. 1, managerial capital allows not only to assess the activities
of the management team itself, but also to substantiate ways to improve the activities of the
enterprise as a whole, which can increase its adaptability to changes based on making
innovative decisions, reduce risks and achieve a certain level of competitiveness in the real
market of goods and services.

An important aspect of the formation of managerial capital in modern conditions of
instability and transformational changes is the increase in the role of social and labor relations
as a key determinant of management at different levels of management (enterprise, region,
industry, country, world). We agree with O. Grishnova, who proposes to consider social and
labor relations as “a complex of relationships between employees and employers (subjects
and bodies representing them) with the participation of the state (legislative and executive
bodies), which are related to the hiring of employees, the use and payment of their labor, the
reproduction of the labor force and are aimed at ensuring social harmony, a high level and
quality of life of employees, and high efficiency of enterprises” [21, p. 225].

Insufficient attention to the personal needs of personnel and their motives, a crisis of
spiritual values, a significant differentiation in the remuneration of managers (owners) and
employees, ineffective social protection, insufficient investment in the development and
training of personnel - this is only an incomplete list of circumstances that significantly inhibit
the development of social and labor relations in the domestic business space.

We should agree with the authors who identify the main areas of "scientific thinking
regarding the development of social and labor relations in modern conditions": development
of the social sphere, mechanisms for managing innovative labor, the labor market, ensuring
the quality of working life, training of leaders-managers [22]. The listed areas allow us to
realize the importance of preserving and developing the human potential of the modern
business space to ensure the competitiveness of business entities and the quality of working
life of employees [23].
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Fig. 1. The main components of managerial capital and their characteristics
Source: developed by the author based on [12-20, 23, 26]
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Analysis of adaptation strategies of business entities proves “the need to reorient the
business and public sectors towards the employee as the main productive resource in an
innovative economy” [1, p. 144]. This requires updating the management paradigm itself
based on the implementation of such management technologies that would, on the one hand,
take into account the best practices of successful countries in the world, and on the other
hand, the specifics of the domestic business space, which is in difficult conditions of military
aggression. Therefore, the formation of modern management capital in conditions of
transformational changes acquires priority importance provided that social and labor relations
are optimized, which provides the possibility of improving the quality of working life of each
employee of a business organization (including the management team) and achieving its
success in a complex globalized world.

Among the current issues of the formation of managerial capital, I would like to dwell
separately on an important issue directly related to the intellectualization of social and labor
relations in the business environment - the quality of working life. We believe that the
concept of quality of working life itself is insufficiently researched and implemented in the
domestic business environment, while successful world practices are actively implementing it
as a management system to achieve competitive advantages in the rapidly changing
globalized space.

Advanced foreign experience indicates that the concept of quality of working life
underlies the economic growth of companies and social development of personnel in the
process of innovative changes on the basis of adaptive management. Accordingly, a
professional management system that forms managerial capital to ensure strategic
development should determine the quality of working life as the main criterion for making
managerial decisions.

The category of “quality of working life” is considered by scholars to be extremely
relevant, but insufficiently studied in the context of systemicity. This category requires special
awareness from the point of view of management, since it is the management team, due to the
managerial capital it has formed, that is able, from our point of view, to research, analyze the
factors that determine the quality parameters of working life and implement measures to
achieve appropriate results not only for companies and employees, but also for the region,
industry, and country.

An attempt to define the quality of working life through a set of its positive results for
the individual, enterprise, and society was made by scientists J. Martel and G. Dupuis. Their
point of view was reflected in a number of views of other authors. For example, S. Siashor in
the concept of “effectiveness of work roles” proposed the following components of the
quality of working life for the categories outlined above:

- for the individual employee - indicators of the quality of working life are income,
security, internal satisfaction from work;

- for the employer (organization, enterprise) - indicators of the quality of working life
are costs, productivity, quality of manufactured products;

- for society (country) - indicators of the quality of working life are the balance between
individual and social needs [1, p. 244].

Other scientific approaches are based on the fact that the quality of working life is
determined by a number of factors in the way they affect the employee [24, 25]. We consider
it appropriate to add that all the listed factors of the quality of working life (Table 1) are
directly or indirectly related to social and labor relations, the intellectualization of which can
increase managerial capital, improve the management system, the competitiveness of the
management team, and the overall performance of the business entity.
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Table 1
The system of factors influencing the quality of working life, which determine the
intellectualization of social and labor relations

Ne | Factors influencing the | Content of factors influencing the quality of working

quality of working life life
1 Political factors Level of development of democracy, social understanding,
political stability, wars, conflicts, etc.
2 Organizational factors Organization of labor and production, ergonomics, level of

remuneration, organization of workplaces, regulation of rights,
duties and responsibilities of employees, opportunities for career
growth, social security, participation in management,
interpersonal relationships in the team, etc.

3 Technological factors The degree and possibilities of technological development,
means and tools of labor

4 Economic factors Development of human capital, its intellectualization, conditions
for economic growth and effective use of all types of economic
resources

5 Social factors Conditions for comprehensive human development, including

medical care and housing, opportunities for training and
development (staff training and retraining system), civil liberties,
harmonization of social and labor relations

6 Cultural and spiritual factors | Opportunities for the implementation of value, ethical, and
moral norms of employees

7 Information factors Development of mass media and the possibility of obtaining it,
level of access to modern means of communication, global
networks, etc.

8 Environmental factors The state of the environment and its impact on human health

Compiled by the author based on [1, 24, 25]

Taking into account the essential characteristics of factors that affect the quality of
working life outlined in Table 1 allows, from our point of view, to formulate priority areas for
improving social and labor relations at the micro and macro levels in the face of modern
challenges, which cannot be ensured without a professional management system and a
management team that constantly develops, improves and adapts its intellectual capital. The
latter, in turn, justifies the importance of forming a powerful managerial capital, without
which ensuring the strategic sustainable development of business entities in the globalization
space and transformational changes is assessed by us as impossible.

Conclusions. The study of the features of the formation of managerial capital in the
conditions of intellectualization of social and labor relations of the modern business space
allowed us to draw a number of conclusions.

Firstly, the features of managerial capital from the point of view of its content and
formation are that, on the one hand, managerial capital is part of the human capital of the
business space, and on the other hand, it itself forms the human capital of the management
team through the processes of intellectualization.

Secondly, managerial capital should be considered as the determining basis of the
professional management system at different levels of management: enterprise, region,
industry, country, world, etc.

Thirdly, the modern understanding of managerial capital is provided by its structure,
which includes the human, emotional and socio-cultural capital of the management team. We
propose to consider the socio-cultural capital of the management team in the context of
modern changes in the context of management culture, which includes the intellectual capital
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of social and labor relations, the norms and values of the management system, its motivation,
equality, diversity and inclusiveness.

Fourthly, the main criteria for assessing and effective management capital are
production (ensuring strategic development of the real business space) and personal
(achieving high quality of working life of each employee, including representatives of the
management team itself).

Fifthly, we consider the intellectualization of social and labor relations as one of the
powerful modern levers of influence on the formation of human and managerial capital of the
individual employee, enterprise, country, world, which allows to increase their adaptability to
external and internal challenges of the globalized world, to strengthen competitiveness and
opportunities for sustainable development.

These conclusions justify the need for further research into the problems of
intellectualization of social and labor relations in the modern business space to form such a
professional management system that is capable of accelerating transformational adaptive
transformations to ensure competitive advantages of business entities and improve the quality
of working life of each employee.
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