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i Abstract. The study aimed to analyse contemporary approaches to defining the essence of staff innovation activity,
to reveal its significance in the context of digital transformations, and to substantiate the concept of developing staff
innovation activity in the digital age. The article presented a comprehensive theoretical analysis of staff innovation
activity as a key factor in ensuring the competitiveness of modern organisations. It examined the evolution of scientific
approaches to interpreting the nature of innovation activity, its structural components and motivational determinants.
The multidimensional nature of staff innovation activity was examined, emphasising that it was shaped by a complex set of
factors encompassing motivational-psychological, organisational-managerial, technological and socio-cultural aspects. A
substantial aspect of the article was the examination of the role of digitalisation in the transformation of HR processes and
the management of innovative activity. The study noted that the success of digital transformation depends on a holistic
approach that incorporates organisational characteristics, staff readiness for change, and effective risk management. The
need for comprehensive management of innovation activity was emphasised, which should be based on the integration
of various management practices and tools. To this end, companies should employ a diverse range of incentives (training,
delegation of authority, recognition of achievements), as well as standardised methods for evaluating employees' innovative
activities. The study proposed that innovative activity be viewed not as a separate process, but as a multifaceted system
involving the interaction of psychological drivers, organisational practices, leadership and reward systems. Experience
in managing innovative activity in the context of digital transformation was summarised. Proposals were formulated
to improve the organisational and economic mechanisms for stimulating employees' innovative behaviour. The impact
of digitalisation on stimulating the innovative activity of company staff has been analysed. Key technological and
organisational tools of digitalisation were identified, which ensure effective motivation and support for staff innovation.
The integration of digital tools into the human resources management system was proposed to develop and stimulate
staff innovation, foster an innovation culture, and enhance the competitiveness of companies in the current environment
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w Introduction

Since the beginning of 2022, Ukraine has been facing
challenging geopolitical, economic and social conditions
caused by full-scale military aggression from the Russian
Federation, resulting not only in significant losses of hu-
man resources and economic potential, but also in pro-
longed economic destabilisation and strategic uncertainty.
Such conditions naturally reduce business motivation for
development, meaning that the introduction of innova-
tive technologies is often perceived as an overly risky or
unattainable prospect. In such circumstances, the ability
of companies to recover and adapt quickly becomes criti-
cal, and this depends directly on the innovative activity of
staff and their potential. At the same time, the intensifica-
tion of global digitalisation and competition demands new
approaches to the development of human capital as a key
resource for resilience, making the development of inter-
nal mechanisms to encourage innovative behaviour among
employees a strategically relevant task for ensuring future
economic progress.

The issue of encouraging innovative behaviour among
staff in the context of technological change is being ac-
tively researched by academics. In particular, E. Autio et
al. (2017) investigated spatial and digital opportunities for
the development of entrepreneurial ecosystems. However,
their work is largely focused on the macro level and the
start-up environment, leaving aside the internal organisa-
tional mechanisms for motivating employees in traditional
companies. The psychological aspects were addressed by
H. Wang et al. (2022) in an analysis of innovative behaviour
through the prism of leadership support and well-being in
the workplace. However, this work does not take into ac-
count the specifics of digital transformation, which is rad-
ically changing the nature of communication and interac-
tion within teams. For their part, P. Wang & Y. Hou (2023)
studied the impact of employees’ organisational commit-
ment on their innovative activity over time. Despite the
depth of the analysis, the influence of external extreme
factors (economic or geopolitical instability) on staff’s
ability to generate innovation remains under-researched.

The role of management practices was examined by
S. Guha et al. (2025), demonstrating the positive impact of
human resource management (HRM) systems on innova-
tive capabilities through knowledge sharing. At the same
time, their study provided only a limited analysis of the in-
hibiting effect of mental barriers inherent among staff in
enterprises within transition economies. S. Samuelson et
al. (2024) examined contemporary practical experience by
analysing employee-driven innovation. Despite their em-
pirical value, their findings are based on relatively stable
sectors of the economy and require significant adaptation
to the conditions of Ukrainian companies in a state of crisis.

The significance of network interaction was highlight-
ed by G. Vaccario et al. (2022), who predicted the outcomes
of innovation based on research and development (R&D)
networks. However, their analysis focuses primarily on
patent statistics rather than on the day-to-day innovation

routine and the motivation of ordinary company staff. The
fundamental principles of creating a creative environment
and accumulating the intellectual assets of human poten-
tial were explored by A. Karpenko (2018), who demonstrat-
ed that humans are the only productive factor capable of
creativity. However, the current intensification of global
digitalisation and the emergence of unprecedented crisis
conditions require the further development of these theo-
ries directly at the micro-level.

Thus, the unresolved aspect of the problem, which has
become the central focus of this study, remains the devel-
opment of comprehensive models for stimulating staff in-
novation directly at the company level. Existing approaches
require adaptation to the internal organisational realities
of enterprises (particularly small and medium-sized busi-
nesses), considering the impact of external destabilisation,
local socio-cultural barriers and the latest demands of
the digital age. The study aimed to provide a theoretical
justification and develop practical recommendations for
the formation of internal organisational mechanisms to
stimulate the innovative activity of company staff, which
effectively integrate the development of employees’ intel-
lectual assets with the opportunities of the local business
environment in the context of digital transformation and
crisis-induced destabilisation.

W Materials and Methods
The study employed a range of general and specialised re-
search methods, ensuring a systematic approach to analys-
ing the characteristics of the development and promotion
of staff innovation activity within the context of digital
transformation. Methods of analysis and synthesis were
used to examine contemporary theoretical approaches and
practices in managing innovation activity, as well as to sys-
tematise the findings of previous research. Within the scope
of the work, the meaning of the basic concept of “staff inno-
vation activity” was clarified using linguistic analysis tools,
in particular morphological and semantic analysis. This
made it possible to establish the deeper essence of this cat-
egory, determine its polysemy and interdisciplinary conno-
tations, and trace its evolution in contemporary scientific
discourse. The method of abstraction was used to identify
general principles for creating incentives for innovative ac-
tivity, which can be flexibly adapted to different organisa-
tional contexts. At the same time, the formal-logical meth-
od was used to construct the general structure of the study,
formulate reasoned conclusions and clearly outline the
cause-and-effect relationships between external factors,
digitalisation and the level of innovation among employees.
Based on these principles, the comparative analy-
sis method formed the basis for systematising the deter-
minants influencing employees. The comparison of ap-
proaches to classifying factors of innovative activity was
conducted based on three key criteria (levels): 1) personal
(individual) — analysis of internal (intrinsic) motives and
socio-psychological traits; 2) organisational — assessment
of the influence of internal company structures and the
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corporate environment; 3) general (universal) — consider-
ation of broad external socio-economic factors (Scott &
Bruce,1994;Amabile,1996;Kesting & Ulhgi,2010).Thisstruc-
turing distinguished between an individual’s psychological
motives and the influence of the business environment.

The structural-functional analysis method was used to
identify specific tools for managing creative potential. The
assessment of organisational motivation mechanisms was
conducted across five key areas: 1) support for autonomy
(delegation and allocation of time for experimentation);
2) competence development (investment in cross-func-
tional skills); 3) psychological safety (tolerance for mis-
takes); 4) resource provision (access to budgets and tech-
nologies); 5) digital HR systems (integration of ideation
platforms). The methodological basis for this stage was
provided by self-determination theory and research into
the psychological climate within teams.

To operationalise the categories under investigation,
the content analysis method of classical psychometric
techniques was applied. The selection and classification
of motivational components of innovative behaviour were
based on three dimensions: 1) person-oriented (intrinsic
motivation, creative self-efficacy, initiative); 2) organi-
sation-oriented (affective commitment, perceived man-
agerial support); 3) situation-oriented (readiness for risk
and uncertainty). Inductive and deductive tools were used
to develop a matrix for the implementation of the latest
digital technologies (IoT, cloud computing, artificial intel-
ligence, knowledge management systems) and to assess
their impact on internal HR mechanisms. The analysis was
conducted in accordance with international standards for
the collection of data on innovation.

In addition, to establish a solid empirical basis, a meth-
od was employed to systematise scientific literature and
analytical reports covering the period 2018-2024. Sources
were selected based on three criteria: 1) relevance — recent
publications were prioritised; 2) authority — inclusion of
works by recognised researchers; 3) practical significance —
an emphasis on empirical studies and business cases. The
synthesis of the theoretical and comparative data obtained
can be used for the development of a comprehensive, scien-
tifically grounded model for stimulating staff innovation.

W Results and Discussion

It is necessary to examine the category of “staff innovation
activity” systematically, exploring its various aspects and
all its components. From a grammatical point of view, the
category is a phrase comprising the adjective “innovative”,
the noun “activity” and the genitive form of the deter-
miner “staff”. Morphologically, the adjective “innovative”
indicates a specific feature of activity, the noun “activity”
denotes behavioural dynamics, whilst “staff” identifies the
subject of the action. In other words, this category is mor-
phologically composed of a qualitative characteristic of
activity (innovative), the core of the action or state (activ-
ity), and the subject, the bearer of the activity (staff). This
category is used to denote the aggregate actions, initiatives

and behavioural patterns of employees aimed at creating,
introducing or sustaining innovation within the organisa-
tion, and thus serves as a key indicator of the organisation’s
innovative potential in a changing environment.

From a semantic perspective, the concept of “staff
innovation activity” is interpreted as the systematic in-
ternal and external readiness and ability of employees to
generate, perceive and implement innovations within the
organisation. The category is a multi-component seman-
tic construct that combines categories from various levels
of organisational, behavioural and managerial vocabulary.
The emphasis is placed on the integration of individual
potential, organisational climate, motivational factors and
digital tools that stimulate innovative behaviour (Mumford
& Licuanan, 2004). In other words, it reflects the integra-
tion of employees’ innovative potential, motivational read-
iness and organisational behaviour in the process of devel-
oping, implementing or sustaining innovations.

In general, morphological analysis can be used to de-
termine the structural organisation of a term and its in-
ternal logic, whilst semantic analysis reveals its system
of meanings and usage paradigm. Taken together, these
methods provide a comprehensive definition of the cate-
gory, which can be adapted to the specific nature of em-
pirical analysis of innovation activity. Thus, morphological
analysis of the category “staff innovation activity” viewed
it as a complex lexical construction combining three key
elements: a feature (innovative), an action or state (activ-
ity) of a subject (staff). In turn, the semantic field of the
concept encompasses content domains related to creativ-
ity, change and initiative, which are substantial for both
organisational psychology and innovation management.
Thus, the structural-semantic approach is substantial for
refining the research parameters of the category.

The concept of “innovative activity” is interpreted in
various ways by academics and practitioners. Traditionally,
it is perceived by many in a broad sense and largely as a
characteristic of companies’ activities — innovative activ-
ity — and is also closely linked to the concepts of “innova-
tive potential”, “innovative climate” and “innovative pro-
cess”, forming a system of innovative development for an
organisation or a specific local level. It is interpreted as a
company’s focus on achieving strategic development goals,
aimed at ensuring stable operation and long-term success
(Kharchenko, 2016). In academic discourse, a company’s
innovative activity is characterised by its participation in
various types of activities that generate or implement in-
novations. According to the OECD (2018), this activity en-
compasses R&D, engineering and design, marketing, inno-
vation management and staff training. At the same time,
the OECD has also provided a clear analytical approach,
distinguishing between innovation as a process and as an
outcome - a product or business process involving signifi-
cant changes in a firm’s operations.

The innovative activity of companies contributes to
their higher productivity. Empirical research by G. Verdi-
er et al. (2010) has shown that companies which actively
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introduce new products or technologies demonstrate high-
er productivity, particularly in financially developed econ-
omies. Furthermore, an analysis of network embeddedness
conducted by G. Vaccario et al. (2022) revealed a close link
between a company’s position within an R&D network and
its capacity for innovation. The intensity of research and
development, reflected in the ratio of R&D expenditure to
sales in Eurostat (n.d.), serves as an additional marker of
companies’ innovative activity. Thus, companies’ innova-
tion activity is typically assessed using indicators such as
R&D intensity, the share of innovative products in total
sales, the frequency of new technology adoption, and so on
(Eurostat, n.d.; OECD, 2023).

Innovative activity is a key economic concept that
characterises a company’s level of management and en-
compasses aspects such as the strategic quality of innova-
tions, the mobilisation of internal potential, the level of in-
vestment, organisational culture, and the methodological
soundness of implementing innovative changes. It serves
as a critical link between the analysis of the internal and
external environments, goal-setting and strategic plan-
ning, encompassing innovation in products, processes and
R&D activities (Karpenko, 2018). In other words, innova-
tion activity can be viewed as the link between the stages of
analysing the internal and external environments, formu-
lating objectives and planning strategies. Its scope covers
three key areas: innovation in production processes aimed
at creating new types of products; innovation in the prod-
uct and service portfolio, involving the modernisation or
creation of new goods, the performance of work or the pro-
vision of services; innovation in R&D, which ensures the
generation of new knowledge and technological solutions.
At the same time, innovative activity extends to all partici-
pants in the innovation process — consumers of innovative
products, innovative manufacturers and investors — and
reflects the level of receptiveness to innovations, the in-
tensity and timeliness of actions regarding their imple-
mentation, the ability to mobilise the necessary potential,
the soundness of the methods applied, and the rationality
of the innovation process technology in terms of the com-
position and sequence of operations. It also reflects a read-
iness to update key elements of the innovation system —
knowledge, technological infrastructure, information and
communication technologies, organisational structure and
culture — and an openness to new ideas.

Since people are the primary agents and driving force
behind any innovative activity, a company’s innovative
activity is inextricably linked to the innovative activity of
its staff. Employees generate ideas, create new products
and technologies, implement changes, and ensure their
adaptation to market conditions. Therefore, according to
AV. Karpenko (2018), staff innovation activity can be re-
garded as a specific manifestation of overall innovation
activity, reflecting the level of participation of researchers,
inventors and entrepreneurs in the implementation of in-
novation processes within a defined period. Contemporary
research has demonstrated that the primary catalyst for

companies’ innovative activity is their staff, specifical-
ly their innovative behaviour. H. Wang et al. (2022) have
demonstrated that employee innovative behaviour, which
involves the generation, promotion and implementation of
innovative ideas in day-to-day work, forms the foundation
of an organisation’s innovative outcomes.

Furthermore, as part of the concept of employee-driv-
en innovation, which emphasises the importance of staff
involvement in the creation and implementation of new
ideas, regardless of their formal role within the company’s
structure. The study also noted that employees, even those
for whom innovation is not part of their official duties, are
active in shaping new approaches and processes within the
organisation. S. Hgyrup et al. (2012) analyse the organi-
sational conditions, leadership approaches and cultural
factors that stimulate innovative behaviour, and propose
methods for integrating “bottom-up” initiatives into the
organisation’s strategic development. This highlights that
innovation often arises not only at the strategic level, but
also through employee initiatives at the micro-practice
level. S. Samuelson et al. (2024) addressed experiences of
communication, team interaction and leadership in such
initiatives, as well as factors that facilitate or hinder the
successful implementation of changes in work processes.
Thus, research shows that innovation often arises not only
at the strategic level, but also through employee initiatives
at the micro-practice level; in other words, employees can
be key drivers of innovation if the organisational culture
encourages their initiative and supports shared values.

The innovative activity of staff drives a company’s
innovative activity, forming the basis for the organisa-
tion’s innovative potential. As noted by M. Kesting & J. Ul-
hgi (2010), innovations often arise not only as a result of
centralised strategic decisions, but also as a consequence
of the initiative of individual employees at all levels of
the organisational hierarchy - so-called employee-driven
innovations. Thus, the innovative activity of staff can be
regarded as the primary level of manifestation of innova-
tive dynamics, which accumulates, transforms and scales
within the organisation. Consequently, the study of this
phenomenon is critical for interpretation of the sources of
companies’ innovative capacity.

Staff innovation is an interdisciplinary phenomenon
situated at the intersection of labour economics, innova-
tion management, organisational sociology and digital
technologies. In this context, the theoretical and meth-
odological basis of the study draws on the following main
approaches: institutional, resource-competence, systemic,
motivational-behavioural, and ecosystemic. According to
D.C. North (1990), institutions are formal rules, informal
norms and mechanisms for their enforcement, which struc-
ture interaction within society. Therefore, from an institu-
tionalist perspective, staff innovation activity is defined as
the result of the influence of normative, cultural and or-
ganisational structures that shape an environment condu-
cive to or restrictive of employees’ innovative behaviour.
In other words, both internal organisational institutions
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(HR policies, management models, organisational climate,
etc.) and external ones (government policy, the regulatory
framework, local traditions, etc.) are substantial.

Within the resource-competence approach, J. Bar-
ney (1991) and R.M. Grant (1996) viewed innovative ac-
tivity as a function of access to unique resources and the
ability of staff to transform knowledge into innovative out-
comes. Staff competencies, organisational learning, access
to digital tools, and cross-functional interaction are all re-
garded as sources of sustainable competitive advantage. In
the systems approach, innovative activity is viewed as the
result of the interaction of subsystems: the individual, the
organisation, the market, and the innovation value chain.
This approach is characteristic of the study by B.A. Lund-
vall (1992) and C. Edquist (1997) studied national and re-
gional innovation systems. The motivational-behavioural
approach suggests that staff motivation for innovation de-
pends to a large extent on internal (interest, self-actualis-
ation) and external incentives (remuneration, recognition,
career progression). A key model is the self-determination
theory (Deci & Ryan, 1985), according to which innovative
behaviour is shaped by the presence of autonomy, compe-
tence and social relatedness.

A substantial contemporary approach to fostering
innovation and innovative activity is the ecosystem ap-
proach, which emphasises the role of innovation ecosys-
tems — complex networks of interaction between business-
es, universities, the state and civil society organisations
(Adner, 2006; Autio et al., 2017). Key elements include the
cultural environment, knowledge platforms, supporting
infrastructure, and so on. Furthermore, over the last 5-10
years, “digital transformation” has increasingly been used
as a framework or analytical perspective in management,
HR, economics and public administration. In other words,
a profound transformation of the nature of work, commu-
nication tools and decision-making processes is driven by
digital changes. According to the approaches of G.C. Kane et
al. (2015), digital transformation is not merely the imple-
mentation of technologies, but also a shift in mindset and
corporate culture. It can therefore be stated that the theory
of digital transformation has a significant influence on the
formation and development of staff innovation.

At the same time, in the context of the digital econ-
omy, the effectiveness of human resources management
is becoming increasingly relevant. Strategic HR practices,
such as talent selection, training, performance appraisal
and reward systems, directly contribute to the develop-
ment of individual innovative activity (Jiménez-Jiménez &
Sanz-Valle, 2005; Agarwal et al., 2012; Guha et al., 2025).
Furthermore, a high level of affective commitment enhanc-
es an employee’s potential and motivation to implement
innovations, particularly in the context of the digitalisa-
tion of HR systems (Popa et al., 2017; Wang & Hou, 2023).
In particular, S. Popa et al. studied the impact of HR prac-
tices on the innovation climate and open innovation using
a sample of Spanish Small and Medium-sized Enterprises
and found that engagement-based management practices

enhance the innovation climate, which, in turn, promotes
both internal and external innovation. The dynamism of
the external environment amplifies the positive impact of
an active innovation climate on output innovation. P. Wang
& Y. Hou (2023) found that affective commitment (employ-
ees’ emotional attachment to the organisation) enhances
their readiness for innovative behaviour. The time-lagged
design they developed - in which data was collected in sev-
eral waves at different times to test causal relationships —
revealed a correlation: the stronger an employee’s commit-
ment, the more they initiate and implement innovations,
particularly when HR systems are digital and adapted to
modern ways of working.

Staff innovation can be interpreted as a socio-cogni-
tive process that encompasses the perception of innova-
tions, the intensity of actions involved in transformation,
the ability to mobilise knowledge and resources, and ad-
aptation in the form of implementing innovations. As
emphasised in the multi-level approach to organisational
climate, corporate values and norms that stimulate crea-
tivity and innovation are essential prerequisites for the
development of innovative behaviour among employees.
The concept of innovative activity originates in the works
of J.A. Schumpeter (1934), who linked innovation to a new
combination of factors of production. J.A. Schumpeter was
the first to substantiate the role of innovation as a driver
of economic development, emphasising the significance of
the “new combination of factors” in the economy. In this
context, employees’ innovative activity is an element of
“new entrepreneurship”. Further development of the con-
cept can be traced in studies of P.F. Drucker (1985), where
innovation is viewed as a specific tool of entrepreneurship.
P.F. Drucker regarded innovation as a “specific tool of en-
trepreneurship”, and the employee as a source of ideas for
changes in products, services or processes.

Based on the findings of the authors mentioned above,
it can be noted that staff innovation activity refers to the
motivated behaviour of employees aimed at initiating, de-
veloping and implementing innovations within an organ-
isation. It is a component of the broader concept of “in-
novative activity”, which also encompasses technological,
managerial and social innovations.

The multifaceted nature of the category “staff innova-
tion activity” is revealed through its three key components:
idea generation — the creative search for new solutions;
idea dissemination — the communication of innovative pro-
posals within the organisation; and implementation - the
putting of innovations into practice (Scott & Bruce, 1994;
Amabile, 1996; Janssen, 2000). The “Frascati Manual”
(OECD, 2015), which stipulates standardised approaches
to classifying types of research, measuring investment in
science and defining the role of human resources in re-
search activities, emphasises the significant importance
of researchers, engineers and other specialists involved in
the creation and implementation of new knowledge and
technologies. According to this methodology, the effective-
ness of innovation largely depends on the competencies,
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creativity and level of engagement of employees in re-
search and development processes. Indicators reflecting
staff involvement in generating new ideas, developing
innovative solutions and integrating research results into
production and organisational processes were addressed.
In other words, it is possible to note that innovative activi-
ty is activity related to the transformation of ideas (the re-
sults of research and development) into a new or improved
product, process or approach that is introduced to the mar-
ket or into practical activities.

The “Oslo Manual” (OECD, 2018) is a key international
methodological document that sets standards for the col-
lection, processing and interpretation of data on innova-
tion activity. It defines innovation as the introduction of a
new or significantly improved product, process, marketing
or organisational method, and provides tools for meas-
uring innovation activity at both the enterprise level and
across the economy as a whole. In the context of research-
ing staff innovation activity, the “Oslo Manual” emphasises
the importance of human capital as a source of new ideas
and a driving force behind innovation processes, and offers
a conceptual framework that can be used for the assess-
ment not only of the results of innovation, but also of the
processes that ensure their emergence and implementa-
tion, including organisational culture, resources and envi-
ronment. The document notes that innovations often arise
thanks to employees’ initiatives, their capacity for creative
thinking, interdisciplinary collaboration and commitment
to improving internal processes; therefore, it is necessary
to assess staff innovation efforts, including participation in
solution development, knowledge sharing and teamwork,
which contribute to the creation of new value.

In the context of a post-industrial economy, staff in-
novation is increasingly seen not merely as an outcome
but as a driving force behind organisational change. It is
a key factor in the competitiveness of modern organisa-
tions and determines a company’s ability to adapt, develop
technologically and make effective use of its employees’
intellectual potential. The rapid pace of technological de-
velopment, the instability of the market environment and
the growing importance of human capital highlight the
need to foster a propensity for innovative thinking and a
readiness to implement innovations among employees. It
is necessary to determine the mechanisms that encourage
staff to participate in innovative processes and to create an
effective incentive system.

Motivation is central in shaping an individual’s inno-
vative activity, as it is internal stimuli that drive a person
to seek new ideas, unconventional solutions and improve-
ments to existing processes. It is the driving force that de-
termines the level of interest, perseverance and creativity.
Froma psychological perspective, motivation is divided into
intrinsic motivation, which is based on personal satisfac-
tion from the work process, and extrinsic motivation, which
is linked to rewards, recognition or career progression.

Studies of innovative activity often identify two
main groups of factors: internal (personal) and external

(organisational, social). Since a person is a socio-psy-
cho-physiological entity, reflecting the integrity of their
existence as biological (the fundamental biological basis
supporting vital functions and the capacity for adaptation),
psychological (a person’s inner world, which includes moti-
vation, emotions, cognitive processes and self-awareness)
and socio-cultural (the capacity for communication, coop-
eration, and the formation of social institutions and cultur-
al traditions that define a person’s social identity) systems,
it integrates physiological needs and processes, mental
states and mechanisms, as well as social roles, norms and
values, which are formed in the process of interaction with
the environment and is manifested in the individual’s in-
novative activity. It is also worth noting the significance of
cultural and spiritual aspects that influence the formation
of values and meanings which a person embodies in their
activities (Taylor, 2007; Karpenko, 2017, 2018).

In contemporary practice, other approaches to group-
ing factors of innovative activity and staff motivation are
also considered. The choice of model depends on the lev-
el of analysis — individual or organisational. For the indi-
vidual (personal) level of research, the logic is based on
psychological and socio-behavioural models that view in-
novativeness as a trait and the result of individual devel-
opment, whilst at the organisational level, managerial and
structural conditions are identified as a separate block of
influence, enabling the design of support systems for in-
novation teams and the implementation of comprehensive
strategies. Thus, the two approaches do not contradict one
another, but represent different perspectives on the analy-
sis of a single phenomenon.

Research into the personal level of innovative activi-
ty and staff motivation (sustained motivation for creative
work and innovative self-expression) focuses on an indi-
vidual’s personal potential (using a more psychologically
oriented classification, which is best considered in terms of
three groups of factors:

@ intrinsic (internal) motivations should be viewed as
a complex of psycho-emotional states, including a sense
of autonomy (freedom to choose one’s actions), a sense of
competence (confidence in personal abilities), value align-
ment (alignment of the employee’s values with those of
the organisation) and a sense of meaning in the work per-
formed (awareness of its significance) (Deci & Ryan, 1985;
Amabile, 1996);

= external and contextual factors include management
support, the provision of necessary resources, fair remu-
neration and recognition of achievements, as well as the
implementation of HR practices focused on developing em-
ployees’ competencies and motivation, that is, they create
a favourable environment for the realisation of innovative
ideas and shape an organisational culture that supports in-
novation (Amabile, 1996; Janssen, 2000);

= socio-psychological factors — these are characteris-
tics of the social environment and the psychological cli-
mate within a group, which create the conditions for open
communication, cooperation and creative activity. These
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include psychological safety, social capital, and effective
networks of interaction, which are critical for stimulating
innovative behaviour, as they create a trusting atmosphere
and provide social support for innovative initiatives (Ed-
mondson, 1999). In other words, this approach makes it
possible to describe the individual trajectory of innova-
tive activity — from personal qualities and motivation to
the influence of the environment and social expectations.
Its logic is based on psychological and socio-behavioural
models that view innovativeness as a trait and the result of
individual development.

At the organisational level, it is advisable to adopt a
broader approach to the analysis of employee motivation
and behaviour, which should be more nuanced and com-
prehensive, thereby necessitating a broader classification
of factors. The following four groups of factors should be
identified:

= individual factors, which include not only person-
al characteristics but also psychophysiological traits that
influence the capacity for innovation. This level examines
specific personal traits (creativity, education, skills) that

directly shape the potential for innovative activity (Scott &
Bruce, 1994; Janssen, 2000).

= motivational factors are an independent mechanism
(both internal and external) that determines an individual’s
activity in the context of innovation and mobilises person-
al resources for innovative behaviour (Deci & Ryan, 1985;
Amabile, 1996);

= external factors that extend outside the organisation
(economic, technological, cultural and legal) and shape the
context in which the organisation and its staff operate;

= organisational factors, defined as a specific level of
support within an organisation, which includes manage-
ment practices, organisational culture, infrastructure for
supporting innovation, etc. (Janssen, 2000).

This approach is appropriate at the organisational lev-
el, as it identifies managerial and structural conditions as a
distinct sphere of influence, thereby enabling the design of
support systems for innovation teams and the implemen-
tation of comprehensive strategies. A summary of the three
approaches to classifying factors of innovation activity is
provided in Table 1.

Table 1. Comparative analysis of approaches to classifying factors influencing staff innovation activity

Level of application Main categories of factors

Key features / Purpose

Personal (individual) factors; Socio-psychological factors.

Intrinsic motives; External and contextual

Emphasises motivation, psychology and the individual’s social
environment. Suitable for developing individual potential and
personal growth.

Organisational external factors.

Individual; motivational; organisational;

Systematic approach to managing innovation teams. Includes
organisational structures and the external environment as
separate categories.

neral (universal S o . .
General (universal) (organisational, social, economic).

Internal (personal motives, traits); External

Simple classification that is widely used in many studies.
Useful for a general overview of the factors influencing
innovative behaviour.

Source: compiled by the authors based on S.G. Scott & R.A. Bruce (1994), T.M. Amabile (1996), P. Kesting & J.P. Ulhgi (2010), S. Hayrup et

al. (2012)

The approaches to discussed classification of factors
motivating innovative activity reflect different levels of
analysis and research objectives. The first approach, which
comprises three groups of factors, focuses on the individ-
ual as the bearer of motivation and their immediate social
environment. Such a classification is appropriate for psy-
chological and sociological research, as well as for staff
development, where the emphasis is on the internal and
social aspects of an individual’s behaviour. The second ap-
proach, which identifies four groups of factors, provides a
more comprehensive and systematic picture of motivation-
al influences. This differentiation is particularly useful for
the strategic management of innovation in organisations
and the development of effective management systems for
innovation teams. The third approach, which is based on
the division of factors into internal and external, serves as
a classic and basic model, often used in the initial stages
of analysing the motivation for innovative behaviour. It
can be used for a quick outline of the overall influence of
various factors and serves as a basis for further in-depth
study. Thus, the choice of a specific approach to classifying

motivational factors depends on the research objective, the
level of analysis, and the practical tasks facing researchers
or innovation managers.

The most common and effective tools for manag-
ing staff innovation are the implementation of creativi-
ty development programmes; motivational mechanisms
(non-financial incentives, recognition, involvement in
decision-making); flexible working arrangements; the
creation of internal innovation incubators; the develop-
ment of digital skills through continuous learning, etc.
Generalised motivation mechanisms reflect a systematic
approach to managing staff innovation activity, combin-
ing psychological, organisational and resource-related
aspects. They are based on the concept of the interde-
pendence of internal and external determinants of mo-
tivation, where autonomy, competence development and
psychological safety form the basis for the formation of
sustainable innovative behaviour, whilst fair reward sys-
tems, adequate resource provision and digitalised HR
practices ensure the transformation of creative potential
into measurable results (Table 2).
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Table 2. Motivational mechanisms and organisational tools for their implementation

Mechanism of
motivation

How can an organisation work with the component?

Scientific rationale and commentary

Support for autonomy
and participation

Delegation of decision-making regarding how tasks are
performed, the creation of internal incubators, and setting
aside time for experimentation (similar to “20% time”).

Self-determination theory and research show
that autonomy boosts intrinsic motivation
and stimulates creativity and initiative.

Development of
competencies and cross-
functional skills

Investment in training, mentoring and job rotation
schemes to develop domain-relevant skills.

The development of skills enhances the
ability to generate relevant innovations and
solve complex problems.

Building psychological
safety

Management openness to new ideas, tolerance of mistakes,
non-judgmental reviews, and a focus on learning.

Psychological safety is a key prerequisite
for employees to feel confident enough to
put forward innovative ideas without fear of
negative consequences.

Fair systems of
remuneration and

recognition results.

Balance between financial and non-financial incentives,
rewarding the process and learning, rather than just the

Over-reliance on external incentives
(overjustification) can reduce intrinsic
motivation; it is necessary to maintain a
balance.

Resource provision and
organisational structure

Allocation of time, access to technology, a budget for pilot
projects, and setting up facilitation teams.

Without the necessary resources, even high
levels of motivation do not lead to results.

HR systems in the age of
digitalisation

Use of digital HR platforms for training, communication
and collaborative ideation.

Digital environment enhances access to
knowledge and accelerates innovation.

Source: compiled by the authors based on T.M. Amabile (1996), A.C. Edmondson (1999), R.M. Ryan & E.L. Deci (2000), D. Liu et al. (2011),

OECD (2018), S. Guha et al. (2025)

Thus, the comprehensive implementation of these
tools can be used for an organisation not only to maintain
motivation at the individual level but also to establish ef-
fective systems for the strategic management of innova-
tion teams. To measure the motivational components of
staff innovation activity, it is advisable to use established
psychometric tools that influence employees’ innovative

behaviour. The systematisation of such tools can be used
for the selection of the most relevant methods for assess-
ing individual and organisational determinants of innova-
tive activity, and lays the groundwork for further empirical
research aimed at improving the effectiveness of human
resource management and developing strategies for the
development of staff’s innovative potential (Table 3).

Table 3. Motivational factors in staff innovation

Author/source Motivational component

Name of a score/method

Short description

Personality-based

Internal motivation for

T.M. Amabile (1996) innovation

Work preference inventory

Measures intrinsic and extrinsic motivation in
professional life

H. Schuler et

al. (2004) Need for achievement

Achievement motivation
inventory

Values a commitment to achieving high
standards in work

P. Tierney &

S.M. Farmer (2002) Creative self-efficacy

Creative self-efficacy scale

Used to assess an employee’s confidence in
thseir ability to generate new ideas

S. Budner (1962) Tolerance of uncertainty

Tolerance of Ambiguity
Scale

Assesses the ability to function in conditions of
uncertainty and change

T.S. Bateman &

J.M. Crant (1993) Initiative

Proactive personality scale

Indicates a person’s propensity to take the
initiative regarding change

Enterprise-based

].P. Meyer &

N.J. Allen (1991) Affective Commitment

Organisational
commitment questionnaire

Three-component model of engagement:
affective, normative and continuance

R. Eisenberger et Perception of support from

Perceived organisational

Measures the extent to which employees feel

R.M. Ryan (1985) career progression)

al. (1986) the organisation support scale supported and encouraged to innovate
Context-based
E.L. Deci & External motivation (rewards, Intrinsic-extrinsic Assessment of the role of material and non-

motivation scale

material incentives in behaviour

R.M. Meertens & Risk readiness

Measures an individual’s propensity for risky

R. Lion (2008)

Risk propensity scale

behaviour

0. Janssen (2000)

Innovative behaviour

Innovative work behaviour
scale

Comprehensively measures the generation,
promotion and implementation of ideas

Source: compiled by the authors

An analysis of the tools presented in the table iden-
tified three generalised groups of motivational indicators:
personality-oriented, organisation-oriented, and situa-
tion-oriented. The interaction of these groups of factors
forms a comprehensive model of innovation readiness,

where personal traits determine potential, organisational
conditions determine the resource base, and situation-
al stimuli determine the timing of the implementation of
innovative initiatives. The psychometric tools presented
demonstrate a wide range of approaches to assessing the
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motivational factors of innovative behaviour — from meas-
uring intrinsic and extrinsic motivation to assessing toler-
ance for uncertainty, proactivity and creative self-efficacy.
The use of a comprehensive set of such methods can pro-
vide a multidimensional picture of employees’ readiness
for innovation, identify the strengths and weaknesses of
the organisation’s motivational environment, and develop
targeted interventions to stimulate creative activity. Com-
parison of data from different scales further demonstrates
the interrelationship between personal characteristics, or-
ganisational support and external incentives in shaping in-
novative behaviour. Thus, the systematic use of these tools
is a key element of strategic human resource management
in the context of digitalisation.

Staff innovation activity can be interpreted as a mul-
ti-level structure comprising three levels: the cognitive
component (a system of knowledge, professional skills and
competencies required for the development and imple-
mentation of innovations); the emotional-motivational
component (values, a positive attitude towards innovation,
a willingness to take on challenges and risks, and intrin-
sic motivation for creative activity); and the behavioural
component (practical participation in research and inno-
vation projects, the demonstration of initiative, the gen-
eration of new ideas and their implementation in pro-
duction or organisational processes). The development of
these components depends on the quality of the internal
organisational climate, management style, openness to
feedback, and the availability of resources for staff train-
ing and self-fulfilment. Furthermore, based on classical
approaches to measuring innovation activity (OECD, 2015;
2018), which emphasise outcomes (products created, pro-
cesses implemented, economic and social effects) rather
than merely potential and processes, it is advisable to also
include an outcome component. The performance level re-
flects the actual results of staff innovation activities, in-
cluding quantitative and qualitative indicators (number of
innovations implemented, economic impact, productivity
growth, increased competitiveness, social benefits, etc.).
Thus, staff innovation activity comprises a four-compo-
nent structure (Fig. 1): cognitive, emotional and motiva-
tional, behavioural, and outcome-oriented, which aligns
with the approach to assessing the effectiveness of human
capital in innovation processes promoted by the OECD.

V'S

Emotional-

Cognitive level motivational

level

Behavioural

Results level
level

v

Figure 1. The structure of staff innovation activity
Source: compiled by the authors

The innovative activity of staff depends to a large ex-
tent on the local socio-economic environment. According
to research by R. Florida (2002), regions with a high level
of “creative capital” exhibit significantly higher innovation
activity. Local educational institutions, clusters, business
incubators and similar are substantial. Innovation activity
is considered in several dimensions, notably as a process
and a system. Innovative activity as a process is a sequen-
tial chain of actions - from the generation of an idea to its
implementation in the form of a new or improved product,
technological process or approach to services. It includes
scientific, technological, production, organisational, finan-
cial and commercial activities, which ensure innovations.
Innovative activity as a system is the organisation of the
research and development process aimed at creating and
implementing innovations to generate profit and competi-
tive advantages, covering all stages of the “science-produc-
tion” cycle and serving as a key factor in an enterprise’s
stable market position. In the modern interpretation, staff
innovation activity encompasses not only the generation
of ideas, but also their promotion, adaptation, implemen-
tation and evaluation of effectiveness. It is also necessary
to address the role of the organisational environment, cul-
ture, leadership and HR policies.

The widespread adoption of digitalisation is becom-
ing a key factor in the transformation of human resources
management and in stimulating innovation within com-
panies. Digital technologies are not only changing the
way employees interact with work processes, but are also
creating new conditions for the development of creative
potential and the implementation of innovations. In the
context of digital transformation, staff innovation is tak-
ing on new forms and implementation mechanisms, which
are directly linked to the integration of digital tools. Key
elements of digitalisation that influence the development
of staff innovation include digital platforms for collabora-
tion and communication; automation of routine processes;
data analytics and decision support; personalised training
and development systems; and incentive schemes based on
digital tools.

Digital platforms for collaboration and communica-
tion (corporate social networks, knowledge management
systems, shared workspaces, etc.) facilitate the rapid ex-
change of ideas, the formation of innovative teams and
the stimulation of creativity, as they blur the traditional
boundaries between departments and workplaces, creat-
ing conditions for flexible interaction and rapid adaptation
to change. The automation of routine processes (robotic
systems and artificial intelligence) frees staff from rou-
tine tasks, providing additional resources for creative and
innovative aspects, which boosts motivation and facili-
tates the development of the skills needed to implement
innovations. Data analytics and decision-making support
using digital technologies help to identify new opportu-
nities, assess the effectiveness of innovation initiatives
and make informed management decisions, thereby en-
couraging staff to participate more actively in innovation
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development processes. Personalised learning and de-
velopment systems (digital e-learning platforms, micro-
learning, virtual and augmented reality) ensure contin-
uous professional development tailored to employees’
individual needs, which helps foster an innovative culture
and develop the skills required to bring new ideas to life.
Incentive schemes based on digital tools (gamification,

digital rankings, bonus platforms, etc.) provide an effec-
tive way to encourage staff innovation, thereby increasing
their engagement and sense of responsibility. In addition
to the basic elements of digitalisation, there are several
additional technological and organisational tools that sig-
nificantly expand the opportunities for developing staff
innovation (Table 4).

Table 4. Key digital technologies and organisational mechanisms influencing staff innovation

Digitalisation aspect

Feature description

Impact on staff innovation

Examples of use in companies

Internet of Things (IoT)

Real-time device interaction

Process optimisation, boosting

‘Smart’ production lines, quality

creativity monitoring
Cloud technologies Remote access to resources Collaboration, knowledge Remote teams, collaboration
sharing platforms
. . Ensuring security and Protection of ideas, formation Intellectual property
Blockchain technologies transparency of trust registration

Artificial intelligence (AI)

Automation of data analysis

Personalisation of motivation,
forecasting trends

Automated candidate selection,
market analysis

Virtual and augmented reality

Interactive training sessions,

Skills development, fostering

Training simulators, product

(VR/AR) simulations innovative thinking testing
. . Collaboration with external . . Hackathons, innovation
Open innovation platforms partners Stream of ideas, collaborations competitions

Knowledge management
systems

Collection and dissemination of
corporate knowledge

Fostering creativity through
access to experience

Internal knowledge bases,
corporate wikis

Staff sentiment analysis

Assessment of employees’
emotional state

Creation of a comfortable
environment, fostering
motivation

Survey platforms, stress
monitoring

Flexible digital working
environments

Integrated management
platforms

Increased autonomy and
creativity

Asana, Trello, Microsoft Teams

Digital assessment systems

Automatic feedback

Adjusting the strategy,
motivation to improve

Strategy adjustments,
motivation to improve

Source: compiled by the authors based on G.C. Kane et al. (2015), E. Autio et al. (2017), OECD, (2018)

Each of the elements listed is characterised by specific
functionalities that help to boost creativity, work efficien-
cy and employee engagement in innovation processes. At
the same time, the table provides examples of the practical
application of these technologies, illustrating their poten-
tial in various areas of activity upon implementation. This
comprehensive approach further demonstrates which dig-
ital tools are key drivers of innovation and which methods
can be used to effectively manage these processes. Thus,
staff innovation is a multidimensional phenomenon arising
from the interaction of various factors. The first dimension
is motivational and psychological, which involves creating
favourable conditions for employees’ internal and external
motivation to engage in creative activity, supporting initi-
ative, recognising achievements, and fostering a sense of
commitment and responsibility. The second is the organ-
isational and managerial dimension, which includes the
formation of an effective corporate culture, flexible man-
agement structures, and the introduction of incentive sys-
tems capable of encouraging risk-taking and experimenta-
tion. The third dimension covers the technological aspect,
which involves the integration of digital tools that simplify
knowledge sharing, facilitate collaboration and optimise
innovation processes. In addition, socio-cultural dimen-
sions must be considered, in particular the organisation’s
values, the level of trust among employees, communication
channels, as well as the external context, including market

conditions, legislation and technological trends. All these
dimensions interact with one another, creating a complex,
multifaceted system that determines the effectiveness of
stimulating innovative activity.

Consequently, digitalisation has a complex impact on
staff innovation, transforming its structure, motivational
mechanisms and organisational conditions. Successfully
fostering innovation within companies requires a compre-
hensive approach that combines technological tools with
management practices aimed at developing staff as a key
resource for innovative potential. Overall, the development
of staff innovation in the digital age involves not only the
introduction of the latest technologies but also the crea-
tion of an appropriate culture, changes to the organisa-
tional structure, and the improvement of communication
and motivation systems, which together create a favoura-
ble environment for innovative initiatives.

W Conclusions

The study concluded that staff innovation is a key factor
in enhancing companies’ competitiveness in the digital
age, as it is the employees who generate the ideas that are
transformed into new products, services and processes.
Morphological and semantic analysis of the term demon-
strated that it is not a one-dimensional process, but rather
a complex, multi-dimensional phenomenon. A substantial
methodological outcome of the study is the developed and

Management and Business, Vol. 4, No. I



Development and stimulation of innovative...

theoretically substantiated 4-component structure of staff
innovation activity, which organically combines cognitive,
emotional-motivational, behavioural and performance
components. The study established that organisations re-
quire a systematic management toolkit to transform em-
ployees’ ideas into competitive, innovative products. To
this end, the study systematises three approaches to classi-
fying motivational factors: personal (focus on intrinsic mo-
tives and psychology), organisational (corporate practices,
leadership, systemic HR initiatives) and universal (the in-
fluence of the broader socio-economic environment). To
facilitate the practical implementation and objectification
of these processes, a typology of psychometric assessment
tools has been developed. It provides managers with stand-
ardised methods for measuring internal psychological driv-
ers, risk appetite and the level of organisational support.
Fostering innovation requires a holistic approach that
integrates motivational mechanisms and modern tech-
nologies. The implementation of digital tools in human
resources management is a prerequisite for companies
seeking to remain leaders. A wide range of digitalisation
technologies (from the Internet of Things and artificial
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i AHoOTauiga. MeTroio cTaTTi 6yB aHali3 Cy4acHUX IiAXOMiB M0 BM3HAUEHHS CYTHOCTI iHHOBAI[iifHOI aKTMBHOCTI
TepCcoHaITy, PO3KPUTTS ii 3HAaUeHHS B yMOBax [UGPOBUX TpaHCchOpMalliii, a TAKOXK OOIPYHTYBaHHS KOHIIEMIii pO3BUTKY
iHHOBAIIi/1HOT aKTMBHOCTI MepcoHanty B yMoBax unbpoBoi epu. Y cTaTTi 31iliCHEHO KOMILJIEKCHUI TeOPeTUIHMIT aHaTi3
iHHOBAIi/1HOI aKTMBHOCTI MepCOHaNy SIK KJIIOYOBOTO UYMHHMKA 3a6e3MeuyeHHs] KOHKYPEHTOCIIPOMOXKHOCTI Cy4yacHUX
opraHiszauiii. Po3InssHYTO eBOJIOLiI0 HAayKOBMX IMiIXOMiB [0 TPaKTyBaHHS CyTHOCTi iHHOBaLiliHOI aKTMBHOCTI, ii
CTPYKTYPHMUX KOMITOHEHTIB i MOTUBAliliHMX AeTepMiHaHT. JOC/iI>keHO My/IbTUAMMEeH3iliHIIt XapakTep iHHOBaliltHO1
aKTMBHOCTI TepCcoHaly, MigKPecIo4l, Mo BOHA (QOPMYETHCS TiA BIUIMBOM KOMIUIEKCHOTO HAbOpy UMHHUKIB,
SIKi  OXOIUIIOIOTh MOTMBALiJIHO-TICMXOJIOTiYHi, OpraHisaliliHO-yNpaBIiHCbKi, TEXHOJOTIYHi Ta COLiOKYJIbTYpHIi
acmekTy. BaskiuBUM acrekTom cTaTTi 6yB posrisig posni uudposisanii B Tpanchopmanii HR-mpotieciB i ynpaBmiHHS
iHHOBAIIi/fHOI aKTMBHICTIO. BomHOUAC 3a3HaUeHO, IO YCIIMHICTh IMPpPOBOi TpaHchopMallii 3aaeXuTh Bif 1iJicCHOTO
MigX0my, SIKMi BpaxoBye opraHisaliiiHi 0co61MBOCTi, TOTOBHICTh IIEPCOHAY IO 3MiH, a TaKOX e(eKTUBHE yIIPaBIiHHS
pusmkamu. HarosomeHo Ha HeOOXiZHOCTI KOMIIJIEKCHOTO YIIPABIiHHS iHHOBaIiifHOI0 aKTUBHICTIO, sIke Ma€ 6a3yBaTUCS
Ha iHTerpalii pi3HOMaHITHMX YIPaBJiHCbKUX MPAaKTMUK Ta iIHCTPYMeHTIB. /i1 IbOTO KOMIIAHisIM C/Iifi 3aCTOCOBYBaTU
Pi3HOIUIAHOBI CTUMYy/AM (HaBYaHHS, Je/leTyBaHHSI IOBHOBAa)XXeHb, BU3HAHHS JOCSTHEHb), @ TaKOX CTaHAApPTU30BaHi
MeTOAM OLiHIOBaHHS iHHOBaLifiHOI AiSJIbHOCTI MpaliBHMKIB. Bylo 3anmpomnoHOBaHO pO3IsfaTy iHHOBALiliHY
aKTUBHICTb He SIK OKpeMMii IIpoliec, a SIK 6araTorpaHHy CUCTeMY, 1[0 BKIOUAE B3AEMO/iI0 TICUXOIOTIYHUX JpaliBepiB,
opraHisauifHuUX MPaKTUK, JifepcTBa Ta CUCTEMM BMHAropof. Y3arajJbHeHO IOCBiJ LIOAO0 YIpPaB/JiHHSI iHHOBAIilfHOIO
aKTUBHIiCTIO B yMoBax 11dpoBoi TpaHcdopmaiiii. ChopmyapboBaHO MPOMO3NLii IOL0 YAOCKOHAAEHHS OpraHisaiiiiHo-
eKOHOMIUHOr0 MeXaHi3My CTMMY/IIOBaHHS iHHOBalilfiHOi TMOBeAiHKM TpaliBHUKIB. [IpoaHani3oBaHO BILIMB
uudposizalii Ha cTUMYyNIOBaHHS iHHOBAIiffHOI aKTMBHOCTI MepCOHANy KOMITaHiit. BU3HaueHO K/II0YOBi TEXHOMOTiuHi
Ta opraHisaiiiiai iHcTpymeHTH uydpoBisalii, ki 3a6e3meuyoTh eeKTUBHY MOTUBAILIO Ta MiATPUMKY iHHOBAIiliHOT
IisUTbHOCTI TTepCcoHasTy. 3alpOIIOHOBAHO iHTerpariito HuGpPOBUX iHCTPYMEHTIB Y CUCTEMY YIIPaB/IiHHS IT€PCOHAIOM JJIST
PO3BUTKY Ta CTMMY/IIOBaHHS iHHOBALiifHOT aKTMBHOCTI MepcoHaty, GopMyBaHHS iHHOBaIiitHOI KyJIbTYPU, MiABUIIIEHHS
KOHKYPEHTOCIIPOMOYKHOCTi KOMITIaHii y CyyacHUX yMOBax
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