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Abstract - In the contemporary economy, the success of an enterprise on the market is increasingly dependent on intangible 
values. One of these is that of the developed social capital, namely, intra-group and inter-group capital. In the herein paper, the 
authors present the results of empirical research on the impact of these types of capital on the group and organizational 
processes, as well as the competitiveness of enterprises. The principal aim of this paper is the search for the answers to the 
following research questions: What are the levels of intra-group and inter-group social capital in enterprises? To what extent 
do these two types of capital influence the group and organizational processes? In what scope do the intra-group and 
inter-group social capital influence the growth of competitiveness of enterprises? In the search for answers to these questions 
survey research was conducted. As a result of the research, significant statistical relations were discovered between the 
attributes of intra-group and inter-group social capital and the most important processes in organizations. Likewise, the 
positive impact of these attributes were indicated in terms of the improvement of the competitiveness of enterprises on the 
market.  
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I. INTRODUCTION 
 
In spite of its growing popularity among researchers, 
the notion of social capital is relatively speaking 
poorly elaborated on in terms of the theoretical basis 
and empirical research, particularly with relation to an  
enterprise as an economic organization. Despite its 
relatively poor acknowledgement, it is a concept that 
plays an increasingly important role in organizations. 
This notion indicates ties and communication between 
the network members in an organization and leads to 
the fulfilment of the aims of the members, while also 
creating norms and mutual trust. Social capital brings 
a multitude of benefits to the enterprise and its 
employees. It may be utilized in building cooperation 
based on trust for the faster flow of information and 
the creation of knowledge and creativity, which in turn 
results in the reduction of costs associated with the 
coordination and control of employees. This has an 
impact on the growth of loyalty and group solidarity. 
Social capital also brings benefits to the employees in 
the form of building ties with the enterprise as an 
institution and with employees, as well as the 
improvement of the psychological feeling of being 
needed by someone else. In an enterprise, this may 
appear in the form of intra-group and inter-group 
social capital. By adopting the assumption that 
intra-group and inter-group social capital have an 
impact on the organizational processes, including the 
level of competitiveness, three research questions 
have been formulated as follows: What are the levels 
of intra-group and inter-group social capital in 
enterprises? To what extent do these two types of 
capital have an impact on the group and organizational 
processes? To what scope do intra-group and 
inter-group social capital have an impact on the 

growth of competitiveness of enterprises? In the 
search for the answers to these questions, the survey 
research was conducted with the technique of 
questionnaires. 
 
II. SOCIAL CAPITAL IN AN ENTERPRISE – 
THEORETICAL BACGROUND 
 
The concepts of social capital are varied at the levels 
of both conceptualization and operationalization. 
Numerous interpretations of this term are derived from 
various research perspectives. However, social capital 
in its very essence is always perceived as a system of 
relations between people creating the social structures. 
Classic works that develop the concepts of social 
capital are deemed to be the works of [1] - [4].  In 
analysing the concepts of social capital, it is possible 
to distinguish two contrasting viewpoints. The first 
one describes social capital as a public good [5], by 
assuming that it is an attribute of a specified 
collectivity. 
In accordance with this approach, social capital is 
available to all the members of a specified community. 
The second approach assumes that social capital is a 
private good that is only available to a unit [6]. Social 
assets such as prestige, education and the sense of 
belonging to prestigious groups, i.e. social clubs 
belonging to a particular person. These two 
approaches are connected by [7], who defined social 
capital as the sum of the actual and potential benefits, 
which are available and derived from the network or 
relations of the individual or social unit. For the 
purposes of the herein paper, the authors at hand 
assume that social capital shall signify the component 
of the skills of co-action and cooperation of human 
units within the framework of social groups, 
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organizations and social institutions of varying types 
for the realization of common aims [8]. 
Social capital exists in both territorial communities 
and organizations, while the most scientific 
publications were created on the basis of research on 
large social communities. The problematic issues of 
social capital in organizations is in relative terms, 
more seldom undertaken. Significant research on 
social capital in an organization may include, among 
others, research conducted by [9] on 125 firms 
availing of high-tech in Taiwan, as a result of which, 
the necessity of taking account of social capital in the 
strategies of enterprises was indicated. The research 
conducted by [10], who detected in their study on 161 
participants that there is a positive relationship 
between human resources management applications 
and organizational social capital. Interesting research 
was presented by [11], who analysed the relations of 
social capital with marketing and research and 
development (R & D) in 280 firms. The research 
suggests that social capital is important not only 
because it is linked to organizational capabilities, but 
also because of its link to superior performance, 
although indirectly through organizational 
capabilities. However,  [12] in analysing teams 
realizing projects discovered that by means of the 
appropriate management of structural social capital,  
the project units may increase the coordination and 
effectiveness of the realization of a project. On the 
basis of research on social capital in organizations, it is 
possible to assume that it encompasses the cooperation 
of all the members of the organization in the pursuit of 
a common goal, strong social networks and trust. 
Reference [13, p.151], indicate that organizational 
social capital is a public good because the “members 
of an organization can tap into the resources derived 
from the organization's network of relationships 
without necessarily having participated in the 
development of those relationships”. 
By adopting the assumption that an enterprise is an 
organization, it is possible to distinguish two 
approaches to social capital – internal and external 
[14]. In the external notion, social capital is perceived 
as a form of ties of an enterprise with its stakeholders, 
partners and competitors. In the internal notion, social 
capital is defined by means of the form and nature of 
the social relations connecting the employees of the 
particular enterprise that have an impact on the 
creation of the vibe of cooperation, as well as enabling 
the achievement of the common goals of the 
employees and the enterprise itself. This type of social 
capital encompasses both the relations within the team 
of employees, as well as the relations extending 
outside the group of the closest co-workers and 
connecting members of various teams. In order to 
describe these two types of relations, we are proposing 
to adopt the following names popularized by Putnam: 
intra-group social capital, or “bonding” and the 
inter-group social capital, or “bridging” [3]. He 

proposed the division of social capital with regard to 
the prevalent types of ties, inclusive social capital 
(bonding) and exclusive social capital (bridging). The 
former type is based on inclusive ties directed inwards. 
Their features are common values and common ideas 
creating the specific cultural structure protecting the 
status quo of the group. However, exclusive social 
capital is based on the exclusive ties that are directed 
outwards. They have an impact on openness towards 
other people despite the significant differences in the 
proclaimed values and different roots in life. The same 
idea was used in the division adopted by [15] on social 
capital of the type of “closure” and “bridging”, which 
are elements of a multi-dimensional group model of 
social capital created with the idea of business 
organizations. 
In an enterprise, the intra-group group capital is based 
to a large extent on personal ties connecting the 
members of an employee team. Thanks to this, 
cooperation develops, as well as the identification 
with the aims of the group, loyalty with regard to the 
group and improvement in the communication in the 
team [16]. The strong ties created in the group reduce 
the probability of opportunism, while also reducing 
the transaction costs and providing employees with 
mutual emotional support, which is particularly 
important for the effectiveness of the employees in 
crisis moments [15]. In turn, the inter-group social 
capital is based on subjective ties constituting the basis 
of social ties built alongside the employee teams. 
Thanks to this fact, the flow of information and 
knowledge takes place, which in turn favours greater 
effectiveness.  Reference [15], indicated that contacts 
of the external team members with the leaders of other 
teams have a positive impact on the effectiveness of 
the groups under analysis. The idea of analysing both 
types of social capital is relatively speaking, rarely 
undertaken in research as there are premises to treat 
them separately. It is assumed that the intra-group 
social capital favours the closure of the group, albeit 
the inter-group social capital favours the openness of 
employees towards other groups, which sometimes 
evokes conflict. As [15] state, bridging social capital, 
signifying the search for relations outside of the group 
has a negative impact on its internal cohesion, whereas 
the strong bonding social capital may create the norms 
against maintaining contacts outside of the group. On 
the other hand, research is being conducted that points 
out the positive relations between these forms of 
capital. For instance, [17] in analysing a team of 
consultants that have the task of creating and 
implementing the IT system discovered that bridging 
social capital itself is insufficient in order to increase 
effectiveness, while bonding social capital is also 
necessary, but is lacking. The authors of the herein 
paper adopted the assumption that the optimal solution 
for an enterprise would be a combination of both types 
of social capital. As a result, research was conducted 
on the impact of both types of capital on the group and 



International Journal of Management and Applied Science, ISSN: 2394-7926                                 Volume-5, Issue-5, May-2019 
http://iraj.in 

Impact of Intra-Group and Inter-Group Social Capital on Organizational Processes in Enterprises 
 

68 

inter-group processes, while also the competitiveness 
of enterprises on the market.  
 
III. TYPES OF SOCIAL CAPITAL IN 
ENTERPISES IN POLAND IN LIGHT OF 
RESEARCH 
 
The problematic issue of social capital in enterprises is 
not a frequent research problem that is undertaken in 
research projects on the management of enterprises in 
Poland. The authors of the herein paper intend to fill in 
the gap in this sphere thanks to the presentation of the 
results of empirical research on social capital in a 
micro-organizational dimension in Polish enterprises. 
The intention of the authors is to analyse the impact of 
the intra-group and inter-group social capital on the 
organizational processes and the occurrence of 
potential differences in this sphere with regard to the 
magnitude of enterprises. Research on the opinions of 
entrepreneurs, managers and workers on social capital 
in terms of organizations was executed in February of 
2018, which was participated in by 149 enterprises, 

including 28 micro-sized enterprises (0–9 people), 38 
small enterprises (10–49 employees) and 46 
medium-sized enterprises (50–249 employees) and 40 
large enterprises (250 workers and more).The 
selection of enterprises for research was based on the 
quota-purposive sampling method. 
In the research, the authors focused on the search for 
differences in the impact of intra-group social capital, 
the so-called bonding and inter-group social capital, 
the so-called bridging on the scope of occurrence of 
group processes. On the basis of literary analysis, the 
authors proposed a set of indicators that enable the 
identification of the attributes of intra-group and 
inter-group social capital.  
The factor which influences the growth of the 
competitiveness of enterprises on the market is that of 
the effectiveness of the employees which strengthens 
the developed intra-group social capital, the so-called 
integrative capital. This type of social capital creates 
group solidarity, as well as favouring the sharing of 
knowledge [18].  

 

Specification 
Total Type of enterprise 

Micro Small Medium Large 
Relations with employees of 

other groups are frequent 
4.21 4.22 4.08 4.42 4.08 

Relations of employees with 
superior are frequent 

3.98 4.15 3.92 4.15 3.74 

Social norms (mutuality, 
loyalty) in team are strong 

3.54 4.00 3.48 3.58 3.23 

Atmosphere in team, the 
so-called “team spirit” is 

good 

3.84 4.26 4.01 3.67 3.59 

Employees identify with 
team 

3.75 4.11 3.89 3.68 3.46 

Generalized indicator of 
capital 

3.87 4.15 3.87 3.90 3.62 

Source: Self-analysis. 
*Scale of between 1 and 5. 

Table 1. Indicators of employee inter-group capital 

 
In Table 1, the results of research on the degree of 
occurrence of intra-group social capital in the analysed 
enterprises have been presented. The intra-group 
social capital is at a relatively high level, while there 
are differences in its degree of occurrence with 
relation to the magnitude of the enterprises. This type 
of social capital occurs to the greatest extent in micro 
and medium-sized firms, while to the lowest extent in 
large enterprises. Analysis of the indicators of 
intra-group social capital indicates that its strongest 
attribute is that of the relations between the members 
of employee teams, while the frequency of these 
relations is greater in medium and micro-sized firms 
than in small and large-sized enterprises. The weakest 
attribute, relatively speaking, is that of social norms 
(mutuality, loyalty). Social norms have the weakest 
impact on the behaviour of employees in large and 

small enterprises. However, the greatest impact is 
exerted in micro-sized firms. The intra-group social 
capital has an influence over various organizational 
processes, including group processes, while also 
among others, communication, sharing knowledge, 
competition between group members, innovativeness, 
the quality of the tasks executed, opportunism and the 
inter-group processes such as cooperation between 
employee teams, the quality of the tasks executed in 
cooperation with the employees of other teams, the 
flow of information between employee teams, the flow 
and creation of knowledge sharing in the firm. In the 
research, the most important of them were identified. 
Of the intra-group processes the respondents rated,  
providing help was the highest (3.99, σ = 0,869 on a 
scale of 1- very low, 2- low, 3- medium, 4 – high, 
5-very high), followed by communication within the 
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team (3.90, σ = 0,916), sharing knowledge (3.89, σ= 
0,925) and the quality of the tasks requiring 
cooperation within the team (3.84, σ= 0,773  ). 
However, they rated competition between team 
employees as the lowest (3.05, σ= 1,131), while also 
growth in innovativeness (3.05 σ = 1,01) and reducing 
opportunism (3.23, σ = 0,839). Of the inter-group 
processes, the most highly rated organizational 
processes were as follows: cooperation between 
employee teams and departments in a firm (3.53 σ = 
0,806), the quality of the tasks executed in cooperation 
with the employees of other teams and departments of 
the firm (3.51, σ=0,752), the flow of information 
between employee teams and departments (3.47, σ 
=0,859), the flow and creation of knowledge sharing 
in the firm (3.45, σ = 0,959) and the creation of 
innovations in the firm (3.13 σ = 0,891). 
Arguments in favour of the development of the 
intra-group social capital are the results of 
dependencies between its indicators and the group 
processes and the inter-group processes. The Gamma 
correlation of statistical analysis was applied to 
diagnose these dependencies. In the case of the group 
processes, the strongest correlation took place 
between the frequency of the relations between the 
team members and the satisfaction of the employees 
(Γ= 0,475, p=0,000), sharing knowledge (Γ= 0,422, 
p=0,000) and providing help (Γ=0,357, p=0,000). In 
the case of the indicator of the frequency of the 
relations of the employees with their superiors, the 
strongest correlation took place in the case of 
providing help (Γ=0,414, p=0,000), satisfaction of the 
employees (Γ=0,409, p=0,000) and sharing 
knowledge (Γ=0,366, p=0,000). In turn, the indicator 
of the strength of the occurrence of social norms was 
correlated with the satisfaction of the employees 
(Γ=0,650, p=0,000), providing help (Γ=0,593, 
p=0,000), communication within the team (Γ=0,585, 
p=0,000) and sharing knowledge (Γ=0,581, p=0,000). 
Likewise, strong correlation occurred between the 
team and the satisfaction of the employees (Γ=0,650, 
p=0,000), providing help (Γ=0,646, p=0,000) and 
communication within the group (Γ=0,621, p=0,000) 
and sharing knowledge (Γ=0,527, p=0,000). Strong 
correlation was also observed between the sense of 
identification of employees with the team and the 
satisfaction of the employees (Γ=0,697, p=0,000), 
providing help (Γ=0,593, p=0,000), sharing 
knowledge (Γ=0,578, p=0,000) and communication 
within the group (Γ=0,575, p=0,000). A relatively 
strong correlation took place in the case of the impact 
of the atmosphere in the team on the quality of the 
tasks requiring the cooperation of team members 
(Γ=0,654, p=0,000), the growth of innovativeness 
(Γ=0,507, p=0,000) and the speed of executing tasks 
requiring cooperation between teams (Γ=0,422, 
p=0,000). A negative correlation took place in the case 
of the atmosphere in the team and competition 
between the team members (Γ=- 0,316, p= 0,000). It is 

possible to draw the conclusion that competition does 
not favour building a good atmosphere in the 
employee team. Likewise, strong correlation took 
place in the case of social norms and the growth of 
innovativeness (Γ=0,527, p=0,000), the quality of the 
tasks executed requiring cooperation in the team 
(Γ=0,498, p=0,000), as well as the speed of executing 
tasks requiring cooperation between the team 
members (Γ=0,466, p=0,000). A relatively weaker 
correlation occurred between the employees that 
identify with the team and the quality of the tasks 
executed requiring cooperation in the team (Γ=0,551, 
p=0,000), the growth of innovativeness (Γ=0,473, 
p=0,000) and the speed of executing tasks requiring 
cooperation between the employees (Γ=0,410, 
p=0,000). A negative correlation took place between 
the employees that identify with the team and the team 
members (Γ=- 0,327, p=0,000). It is possible to draw 
the conclusion that the greater the competition 
between the team members, the lower the level of the 
employees that identify with this team.   
By way of conclusion, intra-group social capital has a 
significant impact on the group processes, particularly 
on the efficiency of intra-group communication, 
sharing knowledge and mutual support while 
executing tasks that is manifested by providing help to 
other employees. With relation to this fact, one of the 
significant tasks of managers is to build this kind of 
capital and provide the favourable conditions for its 
development, which facilitates enhancing the 
efficiency of the realized goals. 
Apart from identifying the dependencies between the 
attributes of intra-group social capital and the group 
processes, one of the aims of research is to define the 
degree of impact of intra-group social capital on the 
course of the inter-group processes. The strongest 
relation took place between the process of the flow of 
information between the employee teams and 
departments and the atmosphere in the team 
(Γ=0,386), the frequency of relations of employees 
with managers (Γ=0,385), as well as the employees 
that identify with the team (Γ=0,358). The creation of 
innovations in the firm is stimulated by social norm 
(mutuality, loyalty) (Γ=0,404, p=0,000) and the 
employees that identify with the team (Γ=0,354, 
p=0,000). In turn, the flow and creation of knowledge 
in the firm is influenced by social norms (Γ=0,468, 
p=0,000) and the atmosphere in the team (Γ=0,402, 
p=0,000). The cooperation between employee teams 
and departments in an enterprise is dependent on the 
strength of the social norms (Γ=0,562, p=0,000), the 
frequency of relations between the employees and 
their superiors (Γ=0,554, p=0,000) and the frequency 
of relations between the employees (Γ=0,533, 
p=0,000). The speed of the execution of tasks 
requiring cooperation with the employees of other 
teams and departments of the firm is dependent on the 
employees identifying with the team (Γ=0,517, 
p=0,000), a good atmosphere in the team (Γ=0,478, 
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p=0,000) and the strength of the social norms 
(Γ=0,444, p=0,000). However, the quality of the 
execution of tasks in cooperation with the employees 
of other teams and departments of the firm is 
influenced by the employees identifying with the team 
(Γ=0,417, p=0,000) and the strength of the social 
norms (Γ=0,330).In sum, one of the most significant 
attributes of intra-group social capital is that of strong 
social norms (mutuality, loyalty) as composite 
elements of social trust. Despite their relatively low 
evaluation by those under analysis, the scope of 
impact on the organizational processes is relatively 
large, particularly having an impact on cooperation 
with the employees of other teams, on the flow and 
creation of knowledge in the organization, as well as 
on the flow of information. Of equal importance is a 
good atmosphere among the members of employee 
teams, which translates to the quality of the 
organizational processes. 

A significant type of social capital, which has an 
impact on the competitiveness of the enterprise is the 
inter-group social capital, the so-called bridging 
capital. This type of social capital connects the 
employees of different teams, departments and 
branches that execute similar tasks. This favours 
exiting the group in the search for new resources, 
thanks to which the employee has access to new 
knowledge and information. In the research, the 
authors at hand identified the magnitude of the 
inter-group social capital on the basis of four 
indicators, namely, the number of relations with the 
employees of other employee teams, the variety of 
relations with the employees of other employee teams, 
the access to the higher positions in the firm and the 
frequency of relations with the employees of other 
teams.  

 

Specification 
Total Type of enterprise 

Micro Small Medium Large 
Number of relations with 

employees of other groups is 
large 

3.47 3.59 3.40 3.47 3.43 

Relations with employees of 
other groups are varied 
(professional, social) 

3.51 3.63 3.50 3.55 3.69 

Employees  have easy access 
to higher positions in firm 

2.97 3.18 3.05 2.89 2.85 

Relations with employees of 
other groups are frequent 

3.49 3.37 3.59 3.64 3.28 

Generalized indicator of 
capital 

3.36 3.44 3.39 3.39 3.23 

Source: Self-analysis. 
Scale: 1- I definitely do not agree, 2 – I do not agree, 3 – I neither agree nor disagree, 4 – I agree, 5 – I definitely agree. 

Tab. 2 Indicators of inter-group capital 

 
In comparison with the generalized intra-group social 
capital, the level of occurrence of this type of capital is 
lower and amounts to 3.36, in which differences exist 
between the enterprises with regard to its magnitude. 
Its highest level exists in micro-sized firms, while the 
lowest in large enterprises (see tab.1) 
The feature of inter-group social capital is its positive 
impact on the processes occurring within the 
employee groups. The authors at hand identified this 
impact in the analysed enterprises. The strongest 
impact is exerted by the number of relations with other 
employee teams in terms of reducing opportunism in 
the group (Γ=0,485, p=0,000), sharing knowledge by 
the employees (Γ=0,414), the speed of executing tasks 
requiring cooperation in the team (Γ=0,424, p=0,000), 
communication within the team (0,404) and the 
quality of the execution of tasks requiring cooperation 
in the team (Γ=0,402, p=0,000). A further element of 
inter-group social capital, namely, the frequency of 
relations with the employees of other employee teams 
which has a significant impact on the level of 

satisfaction of the employees (Γ=0,371) reducing 
opportunism (Γ=0,464, p=0,000). Likewise, the 
variety of relations (professional, social) with the 
employees of other employee teams has a significant 
impact on reducing opportunism (Γ=0,374), the level 
of satisfaction of the employees (Γ=0,372), 
communication within the team (Γ=0,340) and the 
quality of the execution of tasks requiring cooperation 
in the team (Γ=0,331). In turn, the ease of access to the 
higher positions in the firm is positively correlated 
with the level of satisfaction of the employees 
(Γ=0,421, p=0,000), reducing opportunism (0,386) 
and the growth of innovativeness (0,374). 
Inter-group social capital also has a favourable impact 
on the growth of the effectiveness of the organization. 
For instance, [19] in analysing international 
electronics corporations illustrated the positive impact 
of social interactions between the branches of the 
corporation in terms of the exchange of resources 
between these branch offices and the number of 
innovations created there. Likewise, the authors at 
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hand in analysing the relations between inter-group 
social capital and the processes in the organization 
indicated significant dependencies. A large number of 
relations with the employees of other employee teams 
has a significant impact on the cooperation between 
the employee teams and departments in the firm 
(Γ=0,616, p=0,000), as does the speed of executing 
tasks requiring cooperation with the employee teams 
and departments in the firm (Γ=0,455, p=0,000) and 
the quality of the execution of tasks requiring 
cooperation with the employee teams and departments 
in the firm (Γ=0,418, p=0,000). An equally large 
frequency of relations with the employees of other 
teams has an impact on the cooperation between 
employee teams and departments in a firm (Γ=0,594, 
p=0,000), the speed of the execution of tasks requiring 
cooperation with the employees of other teams and 
departments of a firm (Γ=0,525, p=0,000) and on the 
quality of the execution of tasks in cooperation with 
the employees of other teams and departments of a 
firm (Γ=0,447 p=0,000). In turn, the ease of access to 
the higher positions of a firm has a positive impact on 
the flow and creation of knowledge in the firm 
(Γ=0,448, p=0,000), while also the creation of 
innovation in the firm (Γ=0,435, p=0,000). A weaker 
correlation took place between the variety of relations 
with the employees from other teams and the speed of 
the execution of tasks requiring cooperation with the 
employees of other teams and departments of the firm 
(Γ=0,389, 0,000), cooperation between employee 
teams and departments and departments of the firm 
(Γ=0,365, p=0,000) and the flow of information 
between the employee teams and departments 
(Γ=0,330, p=0,000). 
By way of conclusion, inter-group social capital has a 
positive impact on both the inter-group processes and 
the organizational processes which should be built up 
and developed in every enterprise regardless of its 
magnitude. It has a particularly positive impact on 
reducing opportunism in an enterprise, while also 
favouring the sharing of knowledge by employees, 
improving the speed of executing tasks requiring 
cooperation in the team and the quality of the 
execution of tasks requiring cooperation in the team, 
as well as streamlining communication in the 
organization. 
One of the principal tasks of managing an enterprise is 
the undertaking of action aimed at securing the 
appropriate level of competitiveness via the skilful use 
of the resources in possession, including internal 
resources, which include social capital. Analysis of the 
impact of the elements of intra-group and inter-group 
social capital on the competitiveness of the resources 
of the analysed enterprises indicates the occurrence of 
statistically important relations. The implementation 
of new technologies within the past year has been 
mostly influenced by a good atmosphere in the team 
(Γ=0.290, p=0,001), strong social norms (Γ=0.273, 
p=0,001) and the variety of relations with the 

employees of other groups (Γ=0.268, p=0,001). In 
turn, the growth of the resources of an enterprise is 
influenced by the employees identifying with the team 
(Γ=0.330, p=0,000), good atmosphere in the team 
(Γ=0.309, p=0,000) and the ease of access to the 
higher positions in the firm (Γ=0.329, p=0,000). The 
growth of the innovativeness of the employees 
depends on the relations of the employees with the 
superior (Γ=0.378, p=0,000), the good atmosphere in 
the team (Γ=0.309), great frequency of relations with 
the employees of other groups (Γ=0.358, p=0,000), 
the variety of relations with the employees of other 
groups (Γ=0.349, p=0,000) and the easy access to the 
higher positions in the firm (0.324, p=0,000). In turn, 
the increase in the intensity of activities on the market 
is first and foremost influenced by the good 
atmosphere in the team (Γ=0.327, p=0,000), 
strong social norms (Γ=0.260, p=0,002) and the 
employees identifying with the team (Γ=0.248, 
p=0,003). 
By way of conclusion, a relatively greater impact on 
the competitiveness of enterprises was exerted by the 
elements of intra-group social capital than inter-group 
social capital. Hence, the management of firms should 
place greater attention on the activities aimed at 
increasing the level of the inter-group social capital.  
 
CONCLUSION 
 
The results of the conducted research enabled the 
definition of the scope of occurrence of the types of 
social capital in the analysed enterprises. Analysis of 
the results of empirical research reveals that firstly, the 
levels of intra-organizational and inter-organizational 
social capital are different depending on the 
magnitude of the enterprises. The highest level 
appeared in the micro and medium-sized enterprises. 
Secondly, research illustrated that in the majority of 
firms, the attributes of the intra-group social capital, 
namely good relations between the team members, 
good relations of the employees with the superior, the 
relatively strong norms of mutuality and loyalty, the 
good atmosphere and relatively high level of 
identification of the employees with the team all have 
a positive impact on the organizational processes. This 
is exemplified by the effectiveness of intra-group 
communication, sharing knowledge, mutual support 
during the course of executing tasks and providing 
help. Thirdly,  inter-group social capital has a positive 
impact on reducing opportunism in the enterprise, as 
well as   knowledge sharing, improving the speed and 
quality of executing tasks requiring cooperation in the 
team, as well as improving communication in the 
organization. Fourthly, with the high level of the 
inter-group social capital the utilization of external 
relations took place in terms of the quality of the work 
of the team. This type of capital strengthened the 
intra-group social capital in a significant way. Fifthly, 
the attributes of social capital were identified which 
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strengthened the competitiveness of the analysed 
enterprises. It is possible to formulate the general 
conclusion that the social capital of an enterprise 
depends on the unique resources supporting the 
remaining types of capital which the firm has at its 
disposal, thanks to which it may become the source of 
competitive advantage. 
The authors of the herein paper wish to indicate the 
limitations of utilizing the research results on 
intra-group and inter-group social capital in 
enterprises, arising from the magnitude of the research 
sample and the methods applied in the research. The 
research was conducted with the use of the survey 
method, with the technique of questionnaires aimed at 
outlining the intricate problematic issue of social 
capital in organizations that constitutes a starting point 
for further research on its function in enterprises.  
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