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AHoTanisi. Y TpeACTaBICHIM CTAaTTi MOCTIHKEHO KOHIICIIO BIAKPUTHX I1HHOBAINNA SK
CTPATEriyHOro IHCTPYMEHTY (OPMYyBaHHS Ta 3a0€3MeUYCHHS KOHKYPEHTHOTO JIIASPCTBA MiANMPUEMCTB B
yMmoBax IudpoBoi TpaHchopMmamlii €KOHOMIKH 3 ypaxyBaHHAM HpOLECIB YNpPaBIiHHA 3HAHHAMHU i
TaJlaHTaMH, 110 BU3HAYAIOTh PE3YJbTAaTHBHICTh BiAKPUTHX iHHOBauii. IlpenctaBneHo eBoOLit0
TEOPETUYHHUX IOIVIS/IIB Ha IHHOBALIMHUHI MPOLIEC BiJl TPAAULIIKHOI 3aKPUTOI MOJIEIIi, OPIEHTOBAHOI Ha
BJIACHI JTOCITIAHUIIBKI MigPO3/iIn, 10 BIAKPUTOI MOJENI iHHOBAIliH, sKa mependadae mMileCpsMOBaHe
yIpaBJliHHS NOTOKaMHU 3HaHb MK OpraHi3ali€io Ta 30BHIIIHIM cepeIoBHILIEM (TAPTHEPH, CIIOXKUBAYI,
MIOCTABIUKH, CTapTaMH, KOHKypeHTH Tomo). OOryHTOBaHO BaKJIMBICTH MOHSTTS aOcopOIiitHOT
CIIPOMOJKHOCTI  SIK 1HTErpajbHOI JUHAMIYHOI 3MaTHOCTI OpraHisaiii BHSABJISATH, 3aCBOIOBATH,
e(eKTHBHO BHUKOPUCTOBYBAaTH Ta TpPaHCQOPMYBATH 30BHIIIHI 3HAHHSA Bl HAayKOBO-IOCHITHHX
YCTaHOB, 3aKJaJliB OCBITH, MAPTHEPIB, CTApTAliB, KIIEHTIB TOIO. Bucokuii piBeHb abcopOiiHOT
CTIIPOMOJKHOCTI MiJIITPHUEMCTBA JOBOJUTH HOTO 3MATHICTH T'HYYKO IHTErpyBaTH 30BHIIIHI 3HAHHS B
YOpPaBIiHCBKI Ta OpraHizaliiiHi KOMIIETEHTHOCTI, IO MJO3BOJIIE OTPHUMYBAaTH HOBI MPOAYKTH,
TeXHOJIOr1i, Oi3Hec-mpouecH Uil KOHKYPEHTHOTO JijepcTBa. JlOBEJEHO BaXJIMBICTh BHYTPILIHIX
YIPaBIiHCHKUX posiell — "BapTOBHX 3HaHB' Ta MU(POBUX CUCTEM YIPABIiHHSI 11EIMH Y IEpETBOPEHHI
30BHIIIHIX 3HaHb Ha IHHOBaLiHHUK pe3yabraT. OOIpyHTOBAaHO, 10 caMe abcopOUiiHY CIIPOMOXKHICTh
oprasizarii CcIiJi po3rsiIaTH SK  CHOJNYy4YHY JaHKy MK YOpaBIiHHAM 3HAHHAMH, HH(PPOBOIO
TpaHC(POPMAIIIEI0 Ta KOHIEMIIEI0 BIIKPUTUX iHHOBAIii. PO3rsiHyTO mepexin BiJ 3aKpUTOi MOJemi
YIpaBIliHHS MIEPCOHATIOM JIO BIIKPUTOI TaIaHT-€KOCHCTEMH, SIKa OXOIUTIOE IITATHUX CITIBPOOITHHKIB,
3aro3uyYeHNH, ¢pigaHc- Ta KpayACOPCHMHIOBUM TanmaHT. Ha OCHOBI y3arajbHEHHS NPaKTHYHOTO
JOCBiZly CHCTEMAaTH30BAHO THUIIOBI PU3MKM ¥ MEPEIIKOAW BIPOBAKCHHS BIAKPUTHUX I1HHOBaLid Yy
U(GPOBOMY CEPEJOBHII. 3ampoONOHOBAaHO IX KIacH(QiKallilo 3a TpbOMa B3AEMOIOB'SI3aHUMHU
BUMipaMH: TEXHOJIOT1YHMM, 3HAHHEBUM 1 TaJaHT-YIPaBIiHCHKHUM, IO KOMIUIEKCHO BiOOpa)XaroTh
KITFOUOBI BUKJIMKH NUA(POBOT TpaHchopMarlii. Y cTarTi 3aliporOHOBAHO MOETANHY CTPATETiuHy MOJIEIbh
iHTerpanii BiJKPUTUX I1HHOBALi{, yNpaBiiHHS 3HAHHAMHU Ta YIPABIiHHS TallaHTAMH B CHCTEMY,
CHpsSIMOBaHy Ha JIOCSTHEHHS Ta 30€peKeHHs] KOHKYPEHTHOT'O JIiZIepCTBa MiANPUEMCTBA.

KuarouoBi cjioBa: Biakputi iHHOBarii, mudpoBa TpaHchopmaris, KOHKYpEeHTHE IiJIEpPCTBO,
yIpaBiliHHS 3HAHHSAMH, aOcOpOUiliHA CIIPOMOXKHICTb, YNpaBIiHHS TalaHTaMH{, BiJIKpUTa TaJlaHT-
€KOHOMiKa, KOMIIETeHIIi1, KpayJACOPCHHT, iIHHOBallifHa €KOCHUCTEMA.
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Abstract. This article researches the concept of open innovation as a strategic tool for
establishing and maintaining competitive leadership for enterprises in the context of the digital
transformation of the economy, taking into account the knowledge and talent management processes
that determine the effectiveness of open innovation. This paper presents the evolution of theoretical
perspectives on the innovation process, from the traditional closed model — which focuses on an
internal research department — to an open innovation model, which involves the targeted management
of knowledge flows between the organization and its external environment (partners, consumers,
suppliers, start-ups, competitors, etc.). The importance of the concept of absorptive capacity as an
organization’s integral dynamic ability to identify, assimilate, effectively use and transform external
knowledge from research institutions, educational establishments, partners, start-ups, customers, etc. A
high level of organizational absorptive capacity demonstrates the organization’s ability to integrate
external knowledge into its managerial and organizational competencies, enabling it to develop new
products, technologies and business processes to achieve competitive leadership. The importance of
internal management roles — ‘knowledge gatekeepers’ — and digital idea management systems in
transforming external knowledge into innovative outcomes has been demonstrated. It is argued that it
is precisely an organization’s absorptive capacity that should be regarded as the link between
knowledge management, digital transformation and the concept of open innovation. The transition
from a closed human resource management model to an open talent ecosystem encompassing internal
employees, borrowed talent, freelance talent, and crowdsourced talent is examined. Based on the
synthesis of practical experience, the study systematizes the typical risks and barriers to the
implementation of open innovation in the digital environment. A classification framework is proposed
that groups these risks into three interrelated dimensions: technological, knowledge, and talent
management, providing a comprehensive reflection of the key challenges associated with digital
transformation. The paper proposes a stage-based strategic model for integrating open innovation,
knowledge management, and talent management into the system to achieve and sustain enterprise
competitive leadership.

Keywords: open innovation, digital transformation, competitive leadership, knowledge
management, absorptive capacity, talent management, open talent economy, competencies,
crowdsourcing, innovation ecosystem.

Introduction. The dynamic development of the global economy, intensifying
international competition, the accelerating pace of technological change, and the growing
complexity of regional challenges have fundamentally transformed the paradigms of
innovation management. Knowledge and competencies have become the primary drivers of
sustainable development and organizational competitiveness. Consequently, the traditional
closed innovation model, based exclusively on an organization's internal resources, has
become increasingly insufficient, costly, and slow in ensuring competitive leadership. Instead,
the ability to adapt quickly to global technological and market changes is becoming a decisive

10



KoHmemnist BIiZKpUTHUX 1HHOBAIlIN SK CTpATET1YHUI ITHCTPYMEHT ...

factor in an organization’s success, which underlines the growing importance of the concept
of open innovation in strategic management.

H. Chesbrough, who established the foundations of this paradigm, demonstrated that
external knowledge serves as a natural complement to and enhancer of an organization's
internal capabilities [1, p. 2; 2, p. 1]. The concept of open innovation proposed by H.
Chesbrough advocates the purposeful integration of both internal and external sources of
knowledge, technologies, and ideas to create innovation value. This study argues that the open
innovation concept constitutes a key prerequisite for building an effective management
system capable of achieving an organization's strategic objectives, strengthening competitive
leadership, and ensuring its long-term sustainable development.

According to International Data Corporation estimates, global spending on digital
transformation in 2026 will exceed 3.4-4 trillion US dollars with an average annual growth
rate of about 16% [3; 4], and total spending on information and communication technologies
is approaching 4-7 trillion US dollars [4].

Such rapid digital transformation of the business environment (artificial intelligence, big
data, Internet of Things, cloud computing, digital platforms, etc.) necessitates the active
involvement of external knowledge, competencies, and partner resources. It is open
innovation — unlike the traditional model of closed innovation — that allows organizations to
change the architecture of their business, expanding partnership networks, integrating into
innovation ecosystems, and using existing resources more effectively. At the same time,
transaction costs associated with identifying and collaborating with external partners are
significantly reduced, innovation cycles are accelerated, and new channels are created to
access the global pool of ideas, knowledge, technologies, and human capital. If in the pre-
digitalization period this was more relevant for large corporations, in today's conditions open
innovation is also becoming available to small and medium-sized enterprises [5, p. 87], which
allows them to better adapt to the challenges of the global and regional levels.

It is therefore unsurprising that the open innovation paradigm has been further
developed in the works of numerous scholars. In 2006, J. West and S. Gallagher extended this
paradigm to open-source software communities. They demonstrated that participation in open
innovation processes is driven not only by economic and financial benefits but also by
intangible incentives, including the pursuit of professional recognition, enhanced reputation,
the expansion of social capital, the acquisition of new knowledge and competencies, and the
development of collaborative networks [6, p. 319]. In 2009, E. Enkel, O. Gassmann, and H.
Chesbrough further refined the typology of open innovation by distinguishing three
innovation processes: outside-in, inside-out, and coupled, each representing a different
direction of knowledge flows and collaboration between the organization and its external
environment [7, p. 311].

W. Vanhaverbeke advanced the open innovation concept by introducing the concept of
the innovation network as a form of interorganizational collaboration that enables the
effective exchange of knowledge and resources among innovation actors, thereby creating the
conditions required for the successful implementation of open innovation [8, p. 205].

The concept of absorptive capacity, developed by W. Cohen and D. Levinthal, provides
an important theoretical foundation for the development of the open innovation paradigm. It
suggests that the effective utilization of external knowledge sources depends on an
organization's ability to recognize the value of new information, assimilate it, integrate it with
existing knowledge, and exploit it to generate innovations and achieve commercial outcomes
[9, p. 128].

Sh. Zahra and G. George further refined the concept of absorptive capacity by
distinguishing between potential absorptive capacity (the organization's ability to acquire and
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assimilate external knowledge) and realized absorptive capacity (its ability to transform and
exploit such knowledge for innovation and economic performance) [10, p. 186].

Subsequent research on absorptive capacity has emphasized the role of knowledge
gatekeepers and boundary spanners, who facilitate the identification, evaluation, translation,
and transfer of external knowledge into an organization's internal innovation processes,
thereby enhancing its capacity to benefit from open innovation [11; 12].

D. Chiaroni, V. Chiesa, and F. Frattini proposed an implementation model for open
innovation, according to which the transition from a closed to an open innovation model is
viewed as a dynamic process of organizational change encompassing three sequential stages:
unfreezing, moving, and institutionalization. This process involves the transformation of
interorganizational networks, organizational structures, innovation evaluation processes, and
knowledge management systems. Their study demonstrated that open innovation is not
merely a mechanism for generating new ideas but also a key element of innovation
management and an important driver of sustainable competitive advantage [13].

M. Drechsler and M. Natter (2012) conducted a systematic review of 62 empirical
studies on open innovation. They concluded that the effectiveness of open innovation depends
on firm size, industry characteristics, the nature of collaborative partnerships, and the external
business environment. Their findings highlight the need for further research, particularly on
the impact of digital transformation on the effectiveness of open innovation implementation
and its role in building competitive advantage in emerging markets [14, p. 325].

In 2014, H. Chesbrough and M. Bogers refined the definition of open innovation in the
context of digital transformation by emphasizing the growing role of digital platforms in
facilitating interactions among diverse innovation actors. They argued that open innovation is
based on the purposive management of knowledge flows across organizational boundaries,
thereby fostering the development of digital innovation ecosystems [15, p. 17].

Building on decades of research in the field of open innovation, M. Bogers and
colleagues (2018) synthesized the major research streams by distinguishing organizational,
network, and ecosystem levels of analysis. Particular attention was devoted to the digital
dimension of open innovation, which fundamentally transforms the mechanisms of
knowledge creation, diffusion, and exploitation while enabling new forms of networked
collaboration among innovation actors [16, p. 5].

The transformation of talent management within the context of open innovation models
remains comparatively underexplored. In this regard, the Deloitte report substantiates the
transition from the traditional internal workforce model to an "open talent economy,"” in
which organizations strategically combine internal employees with borrowed, freelance, and
crowdsourced talent to enhance innovation capabilities [17]. Several scholars further
emphasize that the role of human resource management in developing the social mechanisms
that facilitate the absorption of external knowledge within collaborative innovation projects
remains insufficiently investigated from an empirical perspective [18].

The Ukrainian research tradition in the field of open innovation is still evolving. Y.
Panchenko and M. Kyriakova were among the first Ukrainian scholars to provide a systematic
analysis of H. Chesbrough's open innovation concept and to adapt it to the activities of
multinational corporations [19]. Their work stimulated further academic interest in open
innovation, innovation networks, and innovation ecosystems. L. Fedulova considers open
innovation to be an integral component of the knowledge economy that enhances the
competitiveness of enterprises and regions. Her research emphasizes the importance of
developing innovation networks, strengthening partnerships among business, academia, and
government, and fostering innovation ecosystems as environments for knowledge creation
and diffusion [20; 21].
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I. Pidorycheva conceptualizes innovation ecosystems as a contemporary organizational
form for implementing open innovation, enabling effective collaboration among businesses,
research institutions, higher education institutions, public authorities, and civil society.
According to the author, the open exchange of knowledge, the development of strategic
partnerships, and the active involvement of stakeholders in innovation processes create the
conditions necessary for enhancing the innovation capacity of organizations and regions.
These factors accelerate digital transformation while fostering sustainable competitive
advantages through the development of regional and national innovation ecosystems,
strengthened collaborative networks, and Ukraine's integration into the European Research
Area (ERA) [22-24]. O. Nosyk associates the concept of open innovation with the
development of open innovation ecosystems, emphasizing the role of innovation networks,
human capital, and collaborative partnerships in fostering innovation-driven development and
organizational competitiveness [25].

The ideas proposed by S. Parubets further expand the contemporary understanding of
open innovation by arguing that organizational competitiveness in the digital economy
depends not only on internal resources but also on the extent of organizations' integration into
national and international knowledge networks. In this context, open innovation serves as a
mechanism for overcoming the fragmentation of innovation systems and as a strategic
instrument for building competitive advantages in the context of digital transformation [26].

Despite the substantial body of research in the field of innovation management,
important gaps remain in understanding how digital transformation reshapes the mechanisms
and effectiveness of open innovation and which managerial practices are most effective in the
digital environment. In the majority of the studies reviewed, open innovation, digital
transformation, knowledge management, talent management, the development of
contemporary managerial competencies, and innovation culture are examined as separate and
insufficiently interconnected research domains. As a result, the question of their systematic
integration into a unified strategic framework for ensuring enterprise competitive leadership
remains largely unexplored.

At the same time, the current realities of the Ukrainian economy, shaped by the ongoing
war and the country's aspiration for deeper integration into the European and global
communities, significantly increase the strategic importance of the open innovation concept.
Under these conditions, open innovation serves as a foundation for strategic decision-making
aimed at strengthening organizational competitive leadership and enhancing the
competitiveness and resilience of the national economy in the context of post-war recovery.

Task Statement. Digital transformation has fundamentally reshaped the business
environment, giving new meaning to the concept of open innovation. Contemporary digital
technologies, collaborative platforms, and remote communication tools facilitate cooperation
among companies, research and higher education institutions, suppliers, customers, and other
innovation stakeholders. As a result, organizations are able to accelerate innovation processes,
enhance organizational agility, and strengthen their capacity to achieve sustainable
competitive advantages. This study argues that the effective implementation of the open
innovation concept requires a reconsideration of traditional strategic management approaches.
In particular, organizations need to develop new managerial competencies, adopt strategic
talent management practices, strengthen organizational learning and employee development
systems, and foster an innovation-oriented organizational culture capable of supporting
continuous knowledge exchange and collaborative value creation.

The aim of this paper is to substantiate the theoretical foundations and practical
framework of the open innovation concept in the context of digital transformation and to
develop a strategic model for integrating open innovation, knowledge management, and talent
management into the enterprise management system to strengthen competitive leadership.
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To achieve the research objective, a combination of general scientific methods was
employed, including theoretical generalization and systematic analysis of the literature,
comparative analysis, case study analysis, classification, structural and logical analysis,
abstract-logical generalization, and structural modeling. The study is theoretical and
methodological in nature and is based on the analysis of scientific publications, industry
reports (IDC and Deloitte), and official corporate sources. The application of these methods
made it possible to extend the existing body of knowledge in innovation management and to
provide a deeper understanding of the open innovation concept as a strategic instrument for
strengthening competitive leadership in the context of digital transformation. Particular
attention is devoted to substantiating the mechanisms for integrating open innovation into the
enterprise's strategic management system in order to build sustainable long-term competitive
advantages.

Results. The increasing relevance of the open innovation concept reflects the objective
evolutionary shift from the traditional closed innovation model. The latter assumes that an
enterprise maintains full control over the entire innovation process, including idea generation,
research and development, product and service development, commercialization, marketing,
distribution, and customer support. Within the closed innovation model, external partners
perform primarily supporting functions as suppliers or contractors, whereas intellectual
property is regarded as an exclusive organizational asset and remains under the full control of
the enterprise.

In contrast, the logic of the open innovation model is based on the premise that
innovative ideas and solutions may originate not only within an organization but also beyond
its boundaries. Accordingly, three principal open innovation processes can be distinguished:

1. Outside-in (inbound) process — the purposeful acquisition and integration of external
ideas, technologies, and knowledge into the organization's internal innovation process.

2. Inside-out (outbound) process — the commercialization and transfer of internally
developed technologies, knowledge, and intellectual property to external organizations
through licensing, technology transfer, spin-offs, or other market mechanisms.

3. Coupled process — the integration of the outside-in and inside-out processes through
strategic alliances, joint ventures, innovation networks, and other collaborative partnerships,
in which innovation outcomes, resources, and risks are shared among the participating
partners.

The transition from the closed innovation model to the open innovation model is an
evolutionary and gradual process driven by ongoing digital and organizational
transformations as well as by the changing principles of innovation management.

To illustrate these differences, Table 1 presents a comparative analysis of the two
innovation models based on a set of key characteristics.

The analysis presented in Table 1 indicates that value creation is no longer determined
exclusively by an organization's internal research capabilities. In the context of rapid and far-
reaching transformations of the business environment, organizations increasingly rely on
innovative ideas originating beyond their formal boundaries. Consequently, the key challenge
for management is not merely to access external knowledge and resources, but to effectively
orchestrate knowledge and talent flows through the development of a high-performance
innovation culture capable of supporting continuous collaboration, learning, and innovation
[35, 36].
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Table 1
Comparative characteristics of closed and open innovation models
Comparison Closed Innovation Model | Open Innovation Model
Criteria
Sources of | Internal R&D units and | Internal and external sources of
Innovative Ideas | internally generated ideas | innovation, including customers,
suppliers, educational institutions,

research organizations, startups, and
competitors

Intellectual Maximum protection and | Active licensing, shared wuse of
Property limited use of intellectual | intellectual  property  rights, and
Management property commercialization of unused patents

Commercializa- | A single internal route to | Multiple commercialization channels,
tion Pathways market including spin-off companies, joint

ventures, strategic  alliances, and
partnerships

Approach to Exclusively internal | Synergy between internal employees and

Talent researchers and developers | borrowed, freelance, and crowdsourced

Management talent

(HR-

management)

Knowledge Predominantly internal | Bidirectional knowledge flows and active

Flows knowledge creation and | exchange of knowledge with external
utilization stakeholders

Innovation Innovation activities | Innovation activities embedded in

Ecosystem concentrated within | networks, ecosystems, and collaborative
organizational boundaries | platforms

Role of Digital Supporting internal R&D | Enabling collaboration, co-creation,

Technologies and business processes digital platforms, and global innovation

networks

Strategic Achieving competitive | Achieving competitive advantage through

Orientation advantage through internal | openness, collaboration, and access to
capabilities and secrecy external knowledge and competencies

Source: compiled by the author based on [1, 2, 6, 16].

In the context of the digital challenges of an increasingly globalized economy, open
innovation should be viewed as a strategic catalyst for enhancing organizational adaptability
and resilience in response to transformational change. Empirical studies indicate that only
approximately one-third of digital transformation initiatives successfully achieve their
intended outcomes [27]. Organizational executives identify the growing complexity of the
technological environment and the shortage of highly qualified specialists as the principal
barriers to successful digital transformation [28].

These findings highlight a fundamental challenge of the contemporary business
environment: the availability of digital technologies alone does not guarantee higher levels of
organizational innovativeness. Instead, the critical success factor lies in the effective
integration of digital technologies into the enterprise management system through knowledge
management and talent management, underpinned by a strong innovation-oriented
organizational culture.

These findings underscore the importance of understanding the interrelationship
between the open innovation concept and the digital transformation of the business
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environment (Figure 1). On the one hand, digital technologies provide the technological
infrastructure required for the effective implementation of open innovation. On the other
hand, the logic of open innovation gives digital transformation a clear strategic orientation by
directing investments beyond the automation of business processes toward the development
of digital platforms that enable collaboration with external innovation and talent ecosystems.

SYNERGY OF OPEN INNOVATION AND
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Fig. 1. The interdependence of digital transformation and open innovation in shaping the
competitive leadership of an organization.
Source: developed by the author based on [1, 2, 5, 6, 15, 16, 29], with the assistance of the
generative artificial intelligence tool ChatGPT for visualization.

It is important to emphasize that contemporary research increasingly views open
innovation through the lens of integrated digital innovation ecosystems. In such ecosystems,
diverse stakeholders collaboratively develop technological assets, common standards, and
shared digital infrastructure, significantly enhancing the scale, speed, and effectiveness of
organizational adaptation to the challenges of digital transformation compared with traditional
organizational models [20, 30].

Within the conceptual framework presented in Figure 1, which illustrates the
interrelationship between open innovation and digital transformation in achieving competitive
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leadership, knowledge management and talent management emerge as critical enabling
mechanisms.

Knowledge management provides the substantive mechanism through which open
innovation operates, while digital transformation establishes the technological infrastructure
that enables it. The extent to which the global information space is transformed into genuine
innovation depends on the organization's ability to identify, assimilate, and exploit external
knowledge effectively. As is well established in the knowledge management literature,
organizational knowledge comprises both explicit knowledge, which is codified and can be
readily transferred, and tacit knowledge, which is embedded in individuals' experience and is
difficult to codify. The transformation of these two forms of knowledge occurs through the
processes of socialization, externalization, combination, and internalization (the SECI model).
This dynamic process constitutes the foundation of organizational knowledge creation in the
classical theory of knowledge management [31].

In the context of open innovation, however, the processes of knowledge creation and
knowledge management become considerably more complex because a substantial proportion
of tacit knowledge initially resides outside the organization's boundaries. A key concept
explaining an organization's ability to transform external knowledge into innovation outcomes
is absorptive capacity. It is defined as the ability to recognize the value of new external
knowledge, assimilate it, and exploit it for commercial purposes [32]. The absorptive capacity
framework distinguishes two complementary dimensions:

o Potential absorptive capacity (PACAP) — the organization's ability to acquire and
assimilate external knowledge;

o Realized absorptive capacity (RACAP) — the organization's capability to transform
and exploit external knowledge by converting it into innovative products, services,
and business processes.

The relationship between these two dimensions can be assessed through the absorptive
capacity efficiency ratio, which reflects the extent of knowledge loss occurring during the
internal dissemination and utilization of acquired knowledge [10]. The complementary
concept is desorptive capacity, defined as an organization's capability to effectively transfer
its internally generated knowledge, technologies, and intellectual assets to external partners
within outbound open innovation processes. It should be emphasized that absorptive and
desorptive capacities are complementary rather than competing capabilities, jointly supporting
the effective management of inbound and outbound knowledge flows across organizational
boundaries [33].

In practice, absorptive and desorptive capacities are operationalized through dedicated
managerial roles that are increasingly augmented by digital technologies. Atrtificial
intelligence—driven analytics and digital idea management systems support the preliminary
screening and evaluation of large volumes of externally generated ideas and proposals.
Consequently, managers can concentrate on the strategic assessment of the most promising
opportunities, effectively integrating the technological infrastructure of digital transformation
with organizational knowledge management.

Table 2
Characteristics of the main elements of knowledge management
in the open innovation system
Knowledge
Management Characteristics Digital Support Mechanism
Element

Potential The ability to identify, acquire, | Technology scouting platforms,
Absorptive and assimilate valuable external | big data analytics, and
Capacity knowledge environmental scanning systems
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Continuation of table 2

Realized The ability to transform | Idea management systems, digital
Absorptive assimilated  knowledge into | R&D platforms, and collaborative
Capacity products, services, and business | innovation tools
processes
Desorptive The ability to transfer and | Licensing platforms, open patent
Capacity commercialize internal | databases, and Application
knowledge through external | Programming Interfaces (APIs)
partners
Managerial Roles | Selection, evaluation, | Al-driven idea analytics,
(Knowledge translation, and integration of | innovation dashboards, and digital
Guards / Boundary | external knowledge for internal | project management platforms
Spanners) use

Source: compiled by the author based on [10, 11, 12, 31, 32, 33]

Table 2 presents a systematized overview of the key knowledge management elements
within the open innovation framework that contribute to strengthening enterprise competitive
leadership in the digital era.

Among the contemporary trends in human resource management, the development of an
open talent ecosystem has become particularly significant. According to the Deloitte report,
the "open talent economy" is defined as a collaborative, transparent, and technology-enabled
approach to organizing work through networks and ecosystems, replacing the traditional full-
time employment model [17]. This open model is based on the premise that innovative ideas
and critical competencies increasingly originate from individuals who are not formally
employed by the organization. Within this framework, talent is conceptualized as comprising
several distinct categories, the characteristics of which are summarized in Table 3.

Table 3
Content of the category ""talent’ in the open innovation ecosystem
of a modern enterprise

Examples of Engagement
Type of Characteristics Mechanisms in the Digital
Talent Environment
Internal Permanent employees integrated into | Internal career management
(Payroll) the organizational structure of the | platforms, internal  mobility
Talent company systems, and talent marketplaces
Borrowed Consultants, contractors, and specialists | Vendor Management Systems
Talent employed by partner organizations and | (VMS) and contingent workforce
engaged on a temporary basis management platforms
Freelance Independent professionals who openly | Freelance  marketplaces and
Talent offer their services on a project or | digital talent marketplaces
temporary basis
Crowdsourced | A large, predominantly anonymous | Crowdsourcing platforms such
(Open Source) | community of participants involved in | as NASA Solve, NASA Space
Talent innovation  challenges and open | Apps Challenge, LEGO Ideas,
collaboration initiatives and Wazoku

Source: compiled by the author based on [17]
It should be emphasized that the development of an open talent ecosystem is inherently

linked to the integration of knowledge management and talent management. A well-known
example of this successful synergy is Procter & Gamble's Connect + Develop initiative. The
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company's decision to launch the program was supported by a striking fact: for every P&G
researcher working in a particular field, there are approximately 200 scientists and engineers
with comparable expertise outside the organization. Furthermore, the global pool of potential
external experts exceeds 1.5 million individuals, compared with only a few thousand
researchers employed internally by the company [34].

These findings demonstrate that, within the open innovation paradigm, knowledge
management and talent management become closely integrated at the operational level,
effectively functioning as a unified managerial capability. At the same time, the
implementation of an open talent ecosystem creates new challenges for human resource
management, among which the following deserve particular attention:

 positioning the organization's innovation ecosystem brand to effectively present the
organization to prospective external contributors and innovation partners;

« developing an organizational talent marketplace — a digital platform that enhances
the internal mobility of employees according to their competencies while facilitating
the rapid formation of cross-functional teams for the implementation of open
innovation projects;

« establishing social integration mechanisms — including trust, a shared language,
common norms of interaction, and an innovation-oriented organizational culture —
that enable the effective integration of internal and external talent. Without such
mechanisms, even high-quality external ideas are unlikely to be successfully
assimilated by internal teams, regardless of the organization's absorptive capacity
[17, 18, 37].

Accordingly, one of the key managerial implications is the increasing demand for T-
shaped professionals, whose competencies combine deep expertise in a specific domain with
broad interdisciplinary knowledge and collaborative skills, enabling effective interaction with
external partners within open innovation ecosystems.

The findings confirm the considerable potential of open innovation as a strategic
instrument for achieving organizational competitive leadership in the context of digital
transformation. However, its practical implementation is accompanied by a range of risks and
barriers. Their systematization makes it possible to distinguish three interrelated dimensions:
technological, knowledge-related, and talent management. Each of these dimensions is
examined in the following sections.

From a technological perspective, expanding digital collaboration with external partners
increases organizations' exposure to cybersecurity risks and cyber threats. Survey evidence
indicates that the complexity of the digital environment (identified by approximately 32% of
respondents) and insufficient technical expertise (reported by approximately 27% of
respondents) represent two of the most significant obstacles to successful digital
transformation [28].

From a knowledge management perspective, the principal risks include the leakage of
intellectual property and confidential information resulting from the expanding involvement
of external participants in innovation processes. Another major challenge identified in the
literature is insufficient absorptive capacity. This situation arises when valuable external
knowledge enters the organization but fails to be transformed into innovative products or
processes because of inadequate employee competencies, limited organizational resources, or
insufficient managerial support [10, 32, 37]. Furthermore, researchers emphasize the role of
organizational and managerial culture as a significant barrier. Employees and, in many cases,
managers may perceive externally generated ideas not as opportunities for organizational
development but as threats to their own expertise, authority, or professional reputation [34,
35].

From the talent management perspective, the principal risks include:
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« dependence of innovation processes on external talent, whose contributors are not
formally employed by the organization and, therefore, may demonstrate lower commitment
and limited availability when their expertise is required;

o the risk of losing key boundary-spanning professionals whose competencies are
essential for attracting and coordinating external talent. The departure of such individuals may
significantly weaken the organization's established network of external partnerships;

« legal uncertainty regarding intellectual property rights associated with innovations
jointly developed through collaborative partnerships;

« the risk of fragmentation, arising from the fact that open innovation initiatives are
often implemented in isolation and remain insufficiently integrated into the organization's
core decision-making processes, thereby limiting their contribution to value creation [17, 38].

Considering the importance of addressing the identified risks and barriers associated
with the implementation of open innovation in contemporary enterprises, Figure 2 presents
their systematized classification. Awareness of these challenges enables organizations to
mitigate potential losses of competitive advantage and improve the effectiveness of open
innovation implementation.

The theoretical and practical insights presented in this study demonstrate that achieving
competitive leadership in the context of digital transformation requires the strategic
integration of open innovation, knowledge management, and talent management. Based on
these findings, a stage-based strategic model is proposed to integrate these management
components into the enterprise management system, thereby strengthening sustainable
competitive leadership (Figure 3).

The first stage focuses on a comprehensive assessment of the organization's
technological capabilities, digital maturity, absorptive capacity (both potential and realized),
and the composition of its internal and external talent engaged in innovation activities.

The second stage defines the appropriate degree of openness of the innovation process
in accordance with the organization's strategic objectives and determines the most suitable
open innovation model (outside-in, inside-out, or coupled). At the same time, a talent strategy
is formulated to identify which competencies should be retained internally and which can be
acquired from external sources through borrowed, freelance, or crowdsourced talent.

The third stage involves developing a digital infrastructure for collaboration with the
external environment, including open APIs, idea management systems, and crowdsourcing
platforms. Simultaneously, dedicated managers are appointed to identify, attract, coordinate,
and maintain relationships with external talent and innovation partners.

The fourth stage focuses on building a partnership, knowledge, and talent ecosystem by
establishing long-term relationships with universities, research institutions, start-ups,
suppliers, customers, freelance professionals, and crowdsourcing communities. This
ecosystem creates a sustainable flow of both external ideas and external competencies that
supports continuous innovation.

The fifth stage represents the integration of knowledge, competencies, and innovation
outcomes generated through collaboration with the external partnership, knowledge, and
talent ecosystem into the organization's business model. This integration is achieved through
formalized absorptive capacity mechanisms, enabling selected external ideas to be
transformed into specific technological, product, process, and managerial innovations, with
clearly assigned organizational responsibilities.

The sixth and final stage involves the continuous monitoring of key performance
indicators (KPIs), including: the share of products developed through the use of external
knowledge and external talent; the organization's absorptive capacity efficiency ratio; the
speed of bringing innovative solutions to the market; the level of engagement of the external
innovation community; the retention rate of professionals responsible for managing
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relationships with the external environment and adapting the ecosystem to changing
conditions.

RISKS AND BARRIERS TO THE IMPLEMENTATION

OF OPEN INNOVATION
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Awareness and proactive management of these risks enable organizations to prevent
the crosion of competitive advantages and enhance the effectiveness of open innovation implementation.

Fig.2. Risks and barriers to the implementation of open innovation across the technological,
knowledge management, and talent management dimensions.

Source: developed by the author based on [10, 17, 18, 28, 32, 34, 35, 37, 38] with the assistance of the

generative artificial intelligence tool ChatGPT for visualization.

The consistent implementation of the proposed strategic model enables organizations to

adopt the open innovation concept as an effective mechanism for establishing and sustaining
competitive leadership. In our view, a modern management architecture should be built upon
the integrated application of digital transformation, knowledge management, and talent
management, allowing organizations to respond more flexibly to complex global and local
changes at both the operational and strategic levels.
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Fig. 3. Stage-Based Strategic Model for Integrating Open Innovation,
Knowledge Management and Talent Management into the Enterprise Management System to
Strengthen Competitive Leadership
Source: Developed by the author based on the literature reviewed [1, 2, 6-18, 20-38], with the
assistance of the generative artificial intelligence tool ChatGPT for visualization.

Conclusions. The study substantiates the importance of the open innovation concept in
the context of digital transformation as a strategic instrument for achieving organizational
competitive leadership. At the same time, the mere availability of digital platforms does not
guarantee successful innovation or competitive advantage. Rather, the effectiveness of open
innovation depends primarily on the organization's absorptive capacity—its ability to
recognize, assimilate, transform, and exploit external knowledge—as well as on its capability
to develop an open talent ecosystem that integrates internal employees with borrowed,
freelance, and crowdsourced talent.

The stage-based strategic model proposed in this study integrates open innovation,
knowledge management, and talent management into a unified enterprise management
system. The model enables organizations to systematically address the opportunities,
constraints, and risks associated with open innovation, thereby strengthening competitive
leadership in an era of rapid technological change and increasingly unpredictable challenges,
including geopolitical crises such as the Russian Federation's military aggression against
Ukraine.

The practical implementation of the open innovation concept has demonstrated the
necessity of systematically integrating knowledge management and talent management into
the organization's overall management system. This integration requires the development of a
new generation of managerial competencies that combine deep domain expertise with a broad
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interdisciplinary perspective, enabling effective communication, collaboration, and
knowledge exchange across organizational boundaries.

Further research into these managerial competencies is essential for enhancing
workforce mobility through enterprise knowledge and talent platforms, as well as for
optimizing cross-functional teams that support the implementation of open innovation
projects.

At the same time, priority should be given to developing socio-cultural mechanisms —
such as trust, shared norms of interaction, a common language, empathy, and psychological
safety — as they constitute the social foundation of effective collaboration. Without these
mechanisms, even the most promising innovative idea is unlikely to be successfully
implemented, regardless of the organization's absorptive capacity.

Future research should also focus on the development of quantitative approaches for
assessing the socio-economic effectiveness of knowledge management and talent
management practices within the context of open innovation initiatives. Such research is of
particular importance for Ukraine's post-war recovery and its integration into European and
global models of innovation-driven development and competitive leadership.
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