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ABSTRACT

The increasing interest of companies in innovation matters has influenced research
on open innovation strategies, namely in the field of human resources management
strategy referred to as the “human side of open innovation". Despite the studies
focused on the influence of human resource management practices in open
innovation, the exisitng research remains nascent, with several notable research
gaps: 1) mediating effects of innovate work behavior toward the connections
between High Perfomance Working Systems (HPWS) and inbound open innovation;
2) the interactive influences of among HPWS practices (additive, combinative and
multiplicative model) on inbound open innovation; 3) moderating effects of
innovative culture in the relations between HPWS and inbound open innovation; 4)
HPWS applied for fostering inbound open innovation in the SMEs industry.
Drawing on Ability-Motivation-Opportunity theory (AMO theory), social exchange
theory, and social context theory, this thesis seeks to address such research gaps
through the development of a new conceptual framework that explores the direct,
indirect, and interactive roles of HPWS practices on SMEs inbound open innovation.

Survey was the research approach that is used in this thesis. The sample for this
thesis consisted on Czech SMEs operating in high-tech manufacturing and
knowledge intensive service sector according NACE (Nomenclature of Economic
Activities) classification. A quantitative method has been employed to evaluate the
formulated hypothesis. A total of 252 responses are used for the purposes of data
analysis and hypothesis testing. The SmartPLS 4.0 software with the PROCESS
along with SPSS, is used for data processing and analysis.

The main results of this study state that: a) opportunity-enhancing practices directly
influence innovative work behavior. Also, the results confirm the direct effects of
ability-enhancing practices on inbound open innovation; b) the indirect role of
innovative work behavior towards effects of opportunity-enhancing on inbound
open innovation is found; c) an essential two-way interaction between ability-
enhancing and opportunity-enhancing concerning inbound open innovation is found
significant; d) the positive significant effect of innovative culture on motivation-
enhancing practices toward inbound open innovation. Nevertheless, the results show
some unexpected results such as): a negative significant three-way interaction
between ability-, motivation- and opportunity-enhancing.



ABSTRAKT

Rostouci z4jem firem o problematiku inovaci ovlivnil vyzkum otevienych
inovacnich strategii, konkrétné v oblasti strategie fizeni lidskych zdroji oznacované
jako ,lidska stranka otevienych inovaci“. I kdyz existuji studie zamétené na vliv
postupil a praktik fizeni lidskych zdrojii na oteviené inovace, je tento vyzkum stale
v pocatcich a pretrvava nékolik vyznamnych mezer ve vyzkumu: 1) zprostredkujici
vliv inovativniho pracovniho chovani na vazbu mezi vysoce vykonnymi pracovnimi
syst¢tmy (HPWS) a piichozimi otevienymi inovacemi; 2) interaktivni vlivy mezi
praktikami HPWS (pfidavny, kombinovany a multiplikativni model) na ptichozi
oteviené inovace; 3) moderujici vliv inovaéni kultury ve vztahu mezi HPWS a
prichozimi otevienymi inovacemi; 4) HPWS aplikované pro podporu ptichozich
otevienych inovaci v malych a stfednich podnicich. Na zaklad¢ teorie schopnosti,
motivace a prileZitosti (teorie AMO), teorie socialni vymény a teorie socidlniho
kontextu tato prace tesi zminéné nedostatky ve vyzkumu vytvorenim nového
koncepcniho ramce, ktery zkouma piimou, nepiimou a interaktivni roli praktik
HPWS na ptichozi oteviené inovace malych a stfednich podnikd.

Pro sbér dat bylo vyuzito dotaznikové Setfeni. Vyzkumny vzorek tvotily ¢eské malé
a stfedni podniky plisobici v oblasti high-tech vyroby a znalostnég intenzivnich sluzeb
podle klasifikace CZ-NACE. K vyhodnoceni hypotéz byl pouzit kvantitativni
ptistup. Pro analyzu a testovani hypotéz bylo pouzito celkem 252 odpovédi. Pro
zpracovani a analyzu dat byl pouzity software SmartPLS 4.0 s PROCESS a SPSS.

Hlavni vysledky této studie ukazuji, Ze: a) Praktiky zamétené na podporu ptileZitosti
piimo ovliviiuji inovativni pracovni chovani. Vysledky také potvrzuji ptimé uinky
postupil zlepSujicich schopnosti na ptichozi oteviené inovace; b) byla zjisténa
nepiimd role inovativniho pracovniho chovani viac¢i UC¢inkim podporujicich
piilezitosti na ptichozi oteviené inovace; c¢) byla zjiSt€éna vyznamna obousmérna
interakce mezi postupy podporujicimi schopnosti a postupy podporujicimi
ptilezitosti tykajicimi se pfichozich otevienych inovaci; d) byl zjistén pozitivni
vyznamny vliv inovaéni kultury na postupy podporujici motivaci k ptichozim
otevienym inovacim. Nicméné nékteré vysledky jsou neocekavané, jako naptiklad
vyznamna negativni trojstrannd interakce mezi praktikami podporujicimi
schopnosti, motivaci a prilezitosti.
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1. INTRODUCTION

Open innovation (OI) plays a critical role in fostering the distinctiveness and
expansion of a company (Bogers, Chesbrough, et al., 2018; Chesbrough, 2003;
Majchrzak et al., 2023). Chesbrough et al. (2006) characterizes open innovation as
the deliberate utilization of both inflows and outflows of knowledge to hasten
internal innovation and broaden the markets for external application of innovation.
Hence, it’s imperative for companies to embrace open innovation as a fresh approach
that enables them to adapt to changes and maintain competitiveness (Lichtenthaler,



2009, 2011; West and Gallagher, 2006). Traditionally, firms have prioritized internal
resources, as noted by Calantone and Stanko (2007). However, relying solely on
internal organizational knowledge poses challenges in developing comprehensive
solutions due to limitations in knowledge and resources (Lichtenthaler, 2009).
Consequently, contemporary businesses are shifting from conventional innovation
strategies, which heavily rely on internal resources, towards methods that emphasize
external knowledge and collaborations among organizations (Engelsberger et al.,
2022; Nagshbandi et al.,, 2023; Popa et al.,, 2017). Indeed, the strategic
implementation of inbound open innovation (INOI) and outbound open innovation
(OBOI) is crucial for organizations, as it facilitates the adoption of new solutions,
the development of products and services, enhances innovation outcomes, promotes
corporate social responsibility (Camilleri et al., 2023), and strengthens the
competitive position in the market (Bogers, Foss, et al., 2018; Dahlander and Gann,
2010).

Whereas it is acknowledged that open innovation exhibits the capacity that enables
firms to enhance competitiveness, it is imperative to further explore the influence of
human resource management (HRM) as a precursor to firm openness (Ahn et al.,
2017; Bogers, Foss, et al., 2018). In this context, practices falling under the High-
Performance Work Systems (HPWS) open innovation approach that drive
organizational innovation outcomes, have garnered increased attention
(Engelsberger et al., 2022; Zheng et al., 2020). Although existing literature
highlights the relevance of HRM practices in open innovation contexts, several
research gaps remain unresolved:

Primarily, even though the immediate impacts of HRM practices on innovative work
behaviour (IWB) and innovation outcomes are well-established (Fu et al., 2015;
Sanz-Valle and Jiménez-Jiménez, 2018), there remains a gap in exploring the
mediating role of IWB in the relationship between HPWS and open innovation
(Sanz-Valle and Jiménez-Jiménez, 2018) . Secondly, the interactive effects of HRM
practices within the Ability-Motivation-Opportunity (AMO) framework on open
innovation outcomes warrant further investigation. Although models like additive,
combinative, and multiplicative have been scrutinized in organizational performance
and innovation contexts, their application in the domain of open innovation
necessitates additional empirical scrutiny (Remneland Wikhamn et al., 2023).



Thirdly, despite recognizing the effect of organizational culture on HRM practices
and innovation, empirical inquiries into the moderating effect of an innovative
culture on the relationship between HPWS and inbound open innovation require
deeper exploration (Barjak and Heimsch, 2023; Kaushik and Mukherjee, 2021).
Fourthly, within the small and medium enterprises (SME) context, which confronts
distinctive challenges and opportunities in innovation, the impact of HRM practices,
particularly HPWS, on open innovation remains insufficiently examined (Martinez-
Conesa et al., 2017; Podmetina et al., 2013; Van De Vrande et al., 2009). Despite
resource limitations, SMEs can exploit inbound open innovation to bolster
competitiveness; however, empirical substantiation concerning the effects of HPWS
on SMEs’ inbound open innovation is scarce (Kaushik and Mukherjee, 2021)
(Kaushik and Mukherjee, 2021). Lastly, the Czech Republic presents an intriguing
context for investigating HRM practices and innovation within SMEs. With a
substantial proportion of SMEs contributing to the nation’s economy,
comprehending the intricacies of HRM practices and innovation within Czech SMEs
can furnish valuable insights for nurturing innovation and fostering long-term
economic growth.

Utilizing a quantitative approach, this investigation collected and analysed data from
a representative sample of SMEs comprising sectors with high-tech manufacturing
operations and generating knowledge-intensive services in the Czech Republic.
Employing a cross-sectional study design facilitated the examination of the research
inquiry within a specified timeframe. The focal unit of analysis comprised deputy
managers, general managers, CEOs, or proprietors of SMEs, chosen purposefully
for their expertise in strategic decision-making and innovation performance. The
sampling methodology adopted a randomized probability sampling technique,
resulting in a dataset comprising 252 valid responses, thereby attaining a response
rate of 14.8%.

This dissertation is organization in the following parts: 1) introduction, 2) literature
review, 3) methodology and results, 4) discussions, 5) theoretical and practical
implications,6) conclusions and future directions



2. LITERATURE REVIEW: THEORITICAL
APLICATION, HYPOTHES

2.1 Theoretical application

2.1.1 AMO theory

The theory named “Ability — Motivation — Opportunity” encapsulates HRM
practices aimed at revitalizing organizational performance by bolstering employees’
ability through measures such as apt selection and training, amplifying employees’
motivation via methods like performance appraisal and compensation, and
furnishing employees with opportunities, including avenues for participation and
conducive work design (Appelbaum, 2000; Boxall, 2003). Superior organizational
performance necessitates the implementation of integrated and coherent “bundles”
of HR practices, rather than relying on isolated practices (Appelbaum, 2000; Macky
and Boxall, 2007).

2.1.2. Social exchange theory

Cropanzano and Mitchell (2005) define social exchange theory (SET) as the most
influential theory which explains workplace behaviour. This theory emphasizes that
when employees perceive high organizational commitment, they offer positive
support to their organization. Reciprocity is at the core of the social exchange theory
(Blau, 1964). Cropanzano and Mitchell (2005) further argue that reciprocity could
be understood as an: 1) “interdependent exchange ”; 2) “Folk belief” ; 3) “Moral
norms and individual orientation” — this concept argues that individuals who fail to
conform are subjected to harsh consequences.

2.1.3. Social context theory

Social context theory (SCT) is a conceptualization context presented by Ferris et al.
(1998). According to the social context theory, organizational culture is a “social
context” factor that influences not only people’s attitudes, values, behaviours, and
perceptions of their organization, but also organizational management systems (i.e.,
HRM systems) (Ferris et al., 1998, 1999). Therefore, “culture, climate, and political
considerations” are interlinking factors between human resource management and
organizational effectiveness (Ferris et al., 1998).



2.2 Hypotheses development

2.2.1 Direct relationship

Innovative work Dbehaviour is defined as an “individual’s behaviour that
intentionally seeks to create, introduce and apply new and useful ideas, processes,
products or procedures” (De Jong and Den Hartog, 2010; Farr and Ford, 1990;
Janssen, 2000, 2005). Based on the social exchange theory, high-commitment HRM
practices (i.e., HPWS) assist in positively enhancing innovative work behaviour
(Bos-Nehles et al., 2013; Bos-Nehles and Veenendaal, 2019; Datta et al., 2023;
Karin et al., 2010; Obeidat, 2021; Prieto and Pérez-Santana, 2014; Sanz-Valle and
Jiménez-Jiménez, 2018). Adaptation and implementation of HPWS are perceived as
proof of the organization’s commitment to employees, according to which,
employees will be more committed and respond reciprocally through innovative
behaviours. According to Karin et al. (2010) when employees believe that firms are
committed to them, they engage in practices that improve their abilities (ability-
enhancing), such as training and development. The role that HRM practices play in
fostering innovative behaviour has received attention from other authors focusing
on motivation-enhancing practices (i.e., reward and performance appraisal) (Bos-
Nehles and Veenendaal, 2019; Datta et al., 2023; Laursen and Foss, 2003; Xu et al.,
2023). Similarly, in agreement with arguments concerning opportunity-enhancing
factors (i.e., job design and participation), job design has a positive influence in IWB
(De Spiegelaere et al., 2014). In the light of the above studies and arguments, the
study hypothesizes that:

H1: Ability-enhancing (Hla), motivation-enhancing (H1b), and opportunity-
enhancing (H1c) have a positive influence on innovative work behaviour.

Chesbrough (2003), argues that it is imperative for organizations to implement an
“open innovation” framework, which entails leveraging diverse external actors and
resources to establish a viable innovation environment. The ability of firms to access
external knowledge and information plays a pivotal role in determining their level
of innovation performance (Bogers, Chesbrough, et al., 2018). According to Barney
(1991) and Peteraf (1993), organizations ought to invest in resources that are
valuable, rare and unique (e.g., human resource) to compete in the industry, create
value and enhance business performance. Specifically, there is a notable emphasis
placed on the critical role that human resource plays in strengthening firm capacity
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for innovation (e.g., product, process or open innovation) (Bogers, Chesbrough, et
al., 2018; Cera et al., 2023; Do and Shipton, 2019; Farjam et al., 2023; Haar et al.,
2022; Huizingh, 2011; Majchrzak et al., 2023; Nagshbandi et al., 2023). Regarding
the adoption of external knowledge, when it comes to inter-organizational learning
(e.g., open innovation), human resources play a central role (Alerasoul et al., 2022;
Cabrales et al., 2011). The types of human capital that an organization possesses,
their skills and abilities, employees’ behaviour and how the firm’s strategy and
institutional policies manage and support effective HRM strategy development and
implementation create the right environment for organizational outcomes (Wright
and McMahan, 1992) and organizational learning (Alerasoul et al., 2022). Having
said that, Do and Shipton (2019) maintain that HPWS plays an essential role in
establishing, implementing and sustaining organizational core competencies, as well
as the execution of organizational strategy. Firms ought to hire people based on their
skills and competencies, motivation for leaning, acquiring knowledge and adapting
to dynamic circumstances, as well as their capacity to cope with high levels of
uncertainty (Cabrales et al., 2011). Therefore, this line of discussion leads to the
following hypotheses:

H2: Ability-enhancing (H2a), motivation-enhancing (H2b), and opportunity-
enhancing (H2c) have a positive influence on inbound open innovation.

Innovative work behaviour is recognised as the employees behaviour to generate
new ideas, promote them into the organization, and implement them within the firm
(De Spiegelaere et al., 2014; Janssen, 2000). IWB involves proactive engagement
with organizational environment to solve problems, generate resources, and
opportunities to innovative and drive positive change (Sanz-Valle and Jiménez-
Jiménez, 2018). Scholars such as Escriba-Carda et al. (2017) and Park et al. (2014)
have related the concept with learning. Therefore, companies that prioritize
knowledge development, experimentation, and interaction among employees are
very favorable to encouraging innovative work behavior (Thneibat et al., 2022). By
grounding in these arguments, it can be argued that employees need to generate
knowledge and use that knowledge as a solution to their daily job demands and need
for productivity, which would increase their participation in networking and external
collaboration. Simply stated, employees' involvement in the innovation goals of the
company relies on their innovative behaviors (Fu et al., 2015; Thneibat et al., 2022).
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Hence, IWB can be understood as a designed to nurture employees' competitiveness
empowering them to the introduction of inbound open innovation ((Thneibat et al.,
2022). Considering the above arguments, it is logical to predict that innovative work
behavior can boost inbound open innovation, as posited in the following hypothesis:

H3: Innovative work behaviour positively influence inbound open innovation.

2.2.2 Indirect relationship

Although the role of AMO theory (e.g., HPWS) in organizational performance is
largely acknowledged, there has been ongoing discussion regarding the direct impact
of AMO bundles in organizational outcomes (Bos-Nehles et al., 2023; Jiang et al.,
2012; Katou et al., 2014). Pursuant to the behavioural perspective, Jackson et al.
(1989) assert that organizations achieve performance through HR management
systems that cultivate productive behaviours among employees, facilitating the
attainment of desired outcomes. Drawing from the AMO theory, employee
behaviours, such as innovative work behaviour, are proposed to act as mediators in
the relationship between HPWS practices and organizational performance, such as
inbound open innovation (Jiang et al., 2012; Katou et al., 2014; Seeck and Diehl,
2017). Extending IWB in the HRM and open innovation context, HPWS practices
(ability-enhancing, motivation-enhancing and opportunity-enhancing) equip
employees with the needed knowledge, abilities, and skills required to foster
creativity, generate and develop new ideas, explore innovative solutions,
collaborate, and generate new knowledge. Hence, it can be argued that when
employees actively participate in innovative behaviours, organizations are able to
generate and enhance their capacity for innovation (e.g., open innovation) (Fu et al.,
2015; Prieto and Pérez-Santana, 2014; Sanz-Valle and Jiménez-Jiménez, 2018).

H4: Innovative work behaviour mediates the relation between ability-enhancing
(H4a), motivation-enhancing (H4b), and opportunity-enhancing (H4c) and inbound
open innovation.

Innovative culture
According to Barney (1986), Fitzgerald (1988), and Barney and Clark (2007),
organizational culture and human resource are rare and unigque resources, very
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difficult to be imitated, that have high potential to enhance organizational
competitiveness and sustained competitive advantage. Thus, if organizations employ
organizational culture and HRM effectively, and keep a focus on long-term
profitability, they will have the chance to improve their business outcomes (Jackson
et al., 2014), and positively influence sustainable competitive advantage (Barney
and Clark, 2007). Extending this theory to open innovation settings, Kirschbaum
(2005) states that open innovation is a matter of culture rather than simply
developing internal processes (e.g., HPWS). Lack of internal capabilities such as
organizational structure and organizational culture increase people's resistance to
“Not-Invented-Here (NIH)” and “Not-Sold-Here (NSH)” syndromes, thereby
disabling the shift to an open innovation approach (Cricelli et al., 2023). Hence, open
innovation requires changes to organizational culture (Antons and Piller, 2015;
Pinarello et al., 2022), and adoption of an innovative culture that is different from
internal/closed innovation (Herzog, 2011; Herzog and Leker, 2010; Kratzer et al.,
2017). Lazzarotti et al. (2015) claim that organizations are influenced by the external
environment (e.g., industry), as well as by internal contextual factors, such as HRM
and organizational culture.

H5: Innovative culture moderates the relation between ability-enhancing (H5a),
motivation-enhancing (H5b), and opportunity-enhancing (H5c) with inbound open
innovation.

2.2.3 The interactive effects

In accordance with the AMO theory, Bos-Nehles et al. (2013) propose that
organizational performance operates on a combinative model represented by the
formula: P = fA (1+M+O). This model suggests that organizational performance
hinges on the reciprocal interplay between ability-enhancing (AE) and motivation-
enhancing (ME) factors (Bello-Pintado, 2015), as well as between ability-enhancing
(AE) and opportunity-enhancing (OE) bundles (Bello-Pintado and Garcés-
Galdeano, 2019). Blumberg and Pringle (1982) explain that the complete absence
of at least one of the HR bundles, or the presence of one at lower levels, diminishes
overall performance levels. Therefore, a multiplicative (three-way) interaction
integrating ability-enhancing, motivation-enhancing, and opportunity-enhancing
bundles is crucial for enhancing organizational performance (P = f(A x M x O))

13



(Alkhalaf and Al-Tabbaa, 2024; Kim et al., 2015). Utilizing HPWS within the AMO
framework, it is expected that these HR practices will cultivate a highly skilled
workforce and enhance their motivation, thereby aiding SMEs in focusing on and
embracing innovation (Do and Shipton, 2019). Consequently, from the perspective
of open innovation, it is expected that recruiting individuals with a suitable mindset
and attitude toward developmental change and innovation (Engelsberger et al.,
2022) and providing them with training opportunities that equip them with the
necessary capabilities to collaborate and participate in knowledge exchange
practices (Cera et al., 2023a; Zheng et al., 2020) will enable them to better
understand open innovation issues, leading to adjustments in open innovation
actions (Hong et al., 2019). In line with this, the study leads to the development of
the following hypotheses:

H6: There is a two-way positive interaction relationship between ability-enhancing
and motivation-enhancing (H6a) and opportunity-enhancing (H6b) with inbound
open innovation.

H7: There is a three-way positive interaction relationship between ability-
enhancing, motivation-enhancing, and opportunity-enhancing with inbound open
innovation.

3. MOTIVATION AND NEED FOR STUDY, RESEARCH
GAP, RESEARCH QUESTIONS AND OBJECTIVES

3.1 Motivation and need for study

With regard to addressing firms’ innovation challenges, Jackson et al. (2014) assert
that HRM play a significant role in internal organizational performance outcomes
and external stakeholders (customers, organizations, etc). Among the strategies
adopted by organizations to deal with open innovation approaches (e.g., inbound
open innovation), HRM is an emergent field of research (Engelsberger et al., 2023;
Remneland Wikhamn et al., 2023). However, published research has uncovered the
following research gaps:

14



First, drawing on the Ability — Motivation — Opportunity (AMO) theoretical
framework developed by Appelbaum (2000), Jiang et al. (2012) examine the effects
of HPWS on different organizational outcomes. Based on the behavioural
perspective of HRM, Jiang et al. (2012) argue the critical role of different sub-
dimensions of HPWS, such as ability-enhancing (e.g., staffing and training — AE),
motivation-enhancing (e.g., compensation and performance appraisal — ME), and
opportunity-enhancing (work design and participation — OE), on organizational
outcomes (e.g., inbound open innovation) through the mediating role of employee
behaviour (e.g., innovative work behaviour - IWB). Admittedly, the success of a
firm’s innovation relies heavily on its employees’ innovative behaviour, because
such a behaviour can lead to an increased organizational innovation performance.
Whereas, the direct effect of HRM practices under the AMO approach on IWB.
Second, the motivation for this study derives from the growing awareness of the
importance of interaction between HPWS practices under the lenses of AMO
“bundles” and inbound open innovation. In the context of AMO practices and
organizational outcomes, the interactive effects of these practices have attracted the
attention of several authors (Bos-Nehles et al., 2023). Nonetheless, literature on how
interactive effects of AMO bundles channel innovation in general (Seeck and Diehl,
2017), and open innovation in particular, require future attention (Remneland
Wikhamn et al., 2023). Third, drawing on the Social-Context Theory (SET),
established by Ferris et al. (1998), employee perceptions regarding their
organization are influenced by the social context of the environment within the firm.
Having said that, the authors assert that having an organizational culture that
influences the effective execution of HRM practices and policies will improve
organizational effectiveness. Extending this reasoning to the open innovation
context, Lichtenthaler (2011) asserts that every company needs a degree of
openness; hence, organizational culture is imperative in firm openness processes.
Chaudhary et al. (2022), state that culture is an internal organizational factor that
needs greater consideration in the open innovation process. To this regard, future
research should examine culture as a moderator within the aforementioned context.
Fourth, in the SMEs context, innovation performance has raised their need to adopt
open innovation approaches (Albats et al., 2023; Popa et al., 2017; Van De Vrande
et al., 2009).
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3.2 Research questions and research objectives:

RQ1: Do HPWS practices affect innovative work behaviour and SMEs’
inbound open innovation?

ROL1: To identify direct effects of HPWS on innovative work behaviour and
SMEs’ inbound open innovation;

RQ2: Does innovative work behaviour mediate the relation between HPWS
and SMEs’ inbound open innovation?

RO2: To analyse the mediating role of innovative work behaviour on the
connection between HPWS and SMEs’ inbound open innovation;

RQ3: Does an innovative culture moderate the relation between HPWS and
SMEs’ inbound open innovation?

RO3: To analyse the moderating effect of innovative culture in the
connection between HPWS and SMEs’ inbound open innovation;

RQ4: Are there interactive effects among HPWS practices and SMEs’
inbound open innovation?
RO4: To study the interactive effects of HPWS practices on SMEs’
inbound open innovation.

3.3 Conceptual framework

In short, while there has been a growing interest among researchers in the
implementation of HRM practices in inbound open innovation, there is still need for
research to better explain relations between HPWS and inbound open innovation.
Therefore, this study combines three theories to explain possible relations between
HPWS and open innovation. Reasons for proposing these hypotheses are based on:
1) AMO framework to explore direct, indirect and interactive effects of HPWS
practices on inbound open innovation, and the mediating influences of innovative
work behaviour towards the linkages between HPWS and inbound open innovation;
(2) social exchange theory to measure the direct effects of HPWS on innovative work
behaviour; and (3) social context theory to analyse the moderating effects of
innovative culture in the relation between HPWS and inbound open innovation.
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Hence, grounded in these theories, the theoretical framework is illustrated in Figure
1:

Social Exchange Theory

Innovative Work

Ability- _
enhancing BehaVIOUI’
-
o
z Motivati
|C_> er?h:r?c:;m- Inbound Open
= g Innovation
<
(9]
=
o
T
Opportunity- Innovative Legend
enhancing Culture —» Direct path
—————— » Moderate path
Social Context Theory — --- » Mediate path
Figure 1: The conceptual framework Source: author’s own

4. METHODOLOGY

4.1 Research design

The research objective of this thesis is to develop and validate a comprehensive
model to investigate the effects of HPWS practices, innovative work behaviour and
innovative culture on open innovation in SMEs. According to Creswell and Creswell
(2017), a quantitative approach can make the inference about the characteristic,
attitudes and behaviours of the population from a representative sample of the same
population. Consequently, a quantitative approach was used to conduct this research
in accordance with methodological considerations and characteristics.
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4.2 Unit of analysis

This thesis concentrates on examining high-performing SMEs engaged in high-tech
manufacturing and knowledge-intensive services within the Czech Republic. The
data collection process specifically targets deputy managers, general managers,
CEOs, or business owners of these SMEs, as they are presumed to possess the most
comprehensive knowledge regarding strategic decision-making, company
operations, and innovation performance (Rasheed et al., 2017). Following
established research methodologies regarding HPWS and innovation within SMEs,
this study adopts managers as respondents and utilizes firm-level data to scrutinize
the relationships between the variables under investigation (Alkhalaf and Al-
Tabbaa, 2024; Chen and Huang, 2009; Popa et al., 2017; Rasheed et al., 2017).

4.3 Questionnaire

The research instrument devised for this thesis was the questionnaire. After
reviewing the body of existing literature, the thesis’s questionnaire was crafted. The
guestionnaire was initially formulated in the English language and then translated
into the Czech language. Two native-speaking, bilingual professors translated the
English questionnaire into Czech and double-checked the translated versions to
make sure there was semantic similarity between the English and Czech versions.

4.4 Sampling

The sample is stratified in terms of business sector, business size, and firms’ age.
The firms selected for this study are Czech SMEs operating in high-tech
manufacturing and knowledge-intensive service sector, according to the NACE
(Nomenclature of Economic Activities) classification. The study employed a
sample size of 1,700 SMEs that were randomly selected from a comprehensive list
containing 2,491 SMEs. In the end of the process, a total of 252 valid responses were
obtained, resulting in a response rate of 14.8%, which it is consistent with previous
studies conducted in this field. The sample size met the minimum requirements, as
outlined by Hair et al. (2011), minimum sample size of 10 times the maximum
number of formative indicators. In addition, the sample size met the minimum
requirement according to the inverse square root approach recommended by Kock
and Hadaya (2018).
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4.5 Measure and concepts definitions

Variables Concepts definitions Adapted
from
authors:
High- High-Performance Work System can be defined as | (Mehralian
Peffo}‘mance “a system of HRM practices designed to enhance et al., 2021;
working employees’ skills, commitment and productivity in Sun et al.,
systems such a way that employees become a source of 2007)
sustainable competitive advantage” (Datta et al.,
2005; Fu et al., 2015).
Innovative | Individuals’ purposeful behaviours to generate and | (Kleysen
work _ implement new and beneficial ideas explicitly meant | and Street,
behavior to benefit the person, group, or organization are 2001)
referred to as innovative work behaviours (Bos-
Nehles et al., 2017; Farr and Ford, 1990; Leong and
Rasli, 2014).
Innovative | Innovative culture refers to a “set of shared (Martin-de
culture assumptions, values, beliefs, attitudes, and behaviors | Castro et
of organizational members that could facilitate the al., 2013)
creation and development of new product, services,
or process innovation” (Ali and Park, 2016).
Inbound Inbound open innovation refers to how companies (Jaworski
open exploit others' discoveries and integrate external and Kohli,
innovation | information within the firm (Brunswicker and 1993;
Vanhaverbeke, 2015; Dahlander and Gann, 2010; Nagshbandi
Parida et al., 2012). and
Jasimuddin,
2018)

4.6 Data analysis
Following data acquisition, an analysis was conducted utilizing SmartPLS 4.0,
aiming to fulfill the study goals and assess the hypotheses. The research model
encompasses both mediation and moderation effects. In instances where such effects
are present, the utilization of PROCESS is warranted to examine the proposed
hypotheses (Hayes, 2022). PROCESS serves as a statistical and computational tool
integrated within version 4 of SmartPLS (Sarstedt et al., 2020).
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4.7 Checking the assumptions
4.7.1 Internal consistency reliability and Convergent validity

Construct Cronbach's alpha | Composite Average variance
reliability extracted (AVE)
AS 0.838 0.892 0.674
AT 0.855 0.896 0.632
MC 0.720 0.811 0.518
MP 0.840 0.887 0.611
OP 0.842 0.889 0.616
ow 0.717 0.839 0.722
IWB 0.928 0.939 0.606
IC 0.876 0.924 0.801
INOI 0.866 0.902 0.649

Note: AE (AS + AT), Ability-enhancing; ME (MC + MP), Motivation-enhancing; OE (OP + OW),
Opportunity-enhancing; IWB, Innovative Work Behaviour; IC, Innovative culture; INOI, Inbound
Open Innovation. (Source: author’s own)

4.7.2 Discriminant validity

According to Henseler et al. (2015), the heterotrait-monotrait (HTMT) ratio of the
correlations is the most appropriate metric for it. “The (geometric) mean of the
average correlations for the items measuring the same construct divided by the mean
value of the item correlations across constructs” is the definition of the HTMT (Hair
et al., 2019). The literature claims that when HTMT levels are high, the model has
problems with discriminant validity. The 0.85 threshold is the one that is advised.
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AS AT MC MP OP ow IC INOI
AT 0.738
MC 0.566 | 0.797
MP 0.741 |0.769 |0.841
OP 0.530 [0.592 |0.686 |0.670
ow 0.507 |0.438 |0.471 |0.491 |0.846
IC 0.467 |0.363 | 0.404 | 0.499| 0.779 0.736
INOI 0.255 |0.277 | 0.203 | 0.260 | 0.465 0.524 |0.746
IWB 0.278 |0.254 |0.312 |0.432 | 0.560 0.505 |0.737 |0.721

Note: AE (AS + AT), Ability-enhancing; ME (MC + MP), Motivation-enhancing; OE (OP + OW),
Opportunity-enhancing; IWB, Innovative Work Behaviour; IC, Innovative culture; INOI, Inbound

Open Innovation.

5. RESULTS

5.1 Hypothesis testing
As described under Method sub-section of the Methodology chapter of the thesis, the
proposed hypotheses were examined through PROCESS in SmartPLS 4.0 (Hayes,
2022; Ringle et al., 2022).

5.1.1 Direct effect

(Source: author’s own

P

F

Hypothesis|Path Coefficient . Supported?
statistic [value |square
Hla AE — IWB  [-0.062 0.769 |0.442 |0.007 |No
H1b ME — IWB |0.142 1.686 |0.092 [0.017 |[No
Hic OE—IWB |0.446 6.388 [0.000 |0.189 |Yes
H2a AE — INOI  ]0.192 2.909 [0.004 ]0.033 |Yes
H2b ME — INOI  [-0.159 2.163 |0.031 [0.025 |No
H2c OE — INOI  |0.023 0.363 |0.717 |0.004 |No
H3 IWB — INOI |0.421 7.550 [0.000 ]0.212 |Yes

Note: AE, Ability-enhancing; ME, Motivation-enhancing; OE, Opportunity-enhancing; IWB,
Innovative Work Behaviour; INOI, Inbound Open Innovation.
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5.1.2 Indirect effects

: . T P
Hypothesis |Path Coefficient statistic lvalue Supported?
H4a AE — IWB — INOI |-0.026 0.775 10438 |No
H4b ME — IWB — INOI |0.060 1.619 |0.105 |No
H4c OE — IWB — INOI |0.188 5263 |0.000 |Yes

Note: AE, Ability-enhancing; ME, Motivation-enhancing; OE, Opportunity-enhancing; IWB,
Innovative Work Behaviour; INOI, Inbound Open Innovation.

5.1.3 Interactive effects

Hypo- Coef- [T P F

th)égis Path ficient |statistic|value |square Supported?
H5a |IC x AE — INOI -0.065 |0.891 |0.373 |0.007 |No

H5b |IC x ME — INOI 0.115 |2.567 |0.010 |0.019 |Yes

H5c |IC x OE — INOI -0.072 |1.529 |0.126 |0.010 |No

H6a |ME x AE — INOI -0.018 |0.347 |0.729 |0.005 |No

H6b |OE x AE — INOI 0.122 |2.018 [0.044 |0.017 |Yes

H7 |OE x ME x AE — INOI |-0.095 |2.541 |0.011 |0.029 |No

Note: AE, Ability-enhancing; ME, Motivation-enhancing; OE, Opportunity-enhancing; IWB,
Innovative Work Behaviour; IC, Innovative culture; INOI, Inbound Open Innovation.

6. DISCUSSIONS

6.1. Direct effect
The direct effects of HPWS practices on innovative work behaviour and inbound
open innovation.

Regarding the first research question of this study, this thesis analysed the direct
effects of ability-enhancing (staffing and training)-Hla, motivation-enhancing
(compensation and performance appraisal)-H1b, and opportunity-enhancing (work
design and participation)-H1c on innovative work behaviour. Based on social
exchange theory arguments, it was excepted that ability-enhancing practices (Prieto
and Pérez-Santana, 2014) and motivation-enhancing practices (Janssen, 2000), will
affect innovative work behaviour. However, contrary to the author’s expectations,
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the results show that Hla (f = -0.062, t = 0.769, p > 0.05) and H1b (# =0.142,t =
1.686, p > 0.05) has an insignificant effect on IWB. According to Bos-Nehles and
Veenendaal (2019), it is important to establish an innovative climate within the
organization that signals the value of training and development activities in order for
employees to see the benefits of training and development practices. Employee
perceptions of training and development with IWB will therefore not be reciprocated
unless an innovative clime exists that evidences the importance of such a behaviour.
Additionally, Prieto and Pérez-Santana (2014) and Bos-Nehles and Veenendaal
(2019), similarly to this thesis, have found that motivation-enhancing practices do
not support innovative behaviour. An explanation might be that in order for reward
practices to be converted to innovative behaviour, they should be acknowledged
(Prieto and Pérez-Santana, 2014). Another argument comes from Bos-Nehles and
Veenendaal (2019). The authors argue that compensation systems motivate only
works that are extrinsically motivated. When it comes to performance appraisal,
Prieto and Pérez-Santana (2014) argue that these procedures might discourage
innovative behaviour because they might be viewed as a form of control and
judgment over an individual’s actions. On the other side, this study confirms
hypothesis H1c-opportunity-enhancing positively influence IWB (5 = 0. 446, t =
6.388, p < 0.001, f2 = 0.189). The results are consistent with other studies (Bos-
Nehles etal., 2017; Bos-Nehles and VVeenendaal, 2019). Drawing on social exchange
theory, investment in HRM practices is perceived as a positive investment of the
company towards employees; hence, they will reciprocate with an improved
innovative behaviour (Bos-Nehles et al., 2017). Work design that emphasizes
flexibility, working in team, and job enrichment fosters a sense of responsibility for
a successful outcome, and employees are more likely to engage in proactive problem
solving and other required tasks and behaviours that go above and beyond what is
required. Similarly, participation in decision-making raises levels of engagement at
work, collaboration, and increases innovative work behaviours (Prieto and Pérez-
Santana, 2014).

Drawing from AMO theory, the results of H2a revealed that ability-enhancing
practices have a significant effect on SMEs’ inbound open innovation (= 0. 192, t
=2.909, p < 0.01, 2=0.033). The results appear to fit with what had been previously
investigated (Nagshbandi et al., 2023). Open innovation is enhanced by hiring the
right personnel for the job and concentrating on creating a work environment that
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offers employees training and development to encourage knowledge generation and
adoption. Therefore, ability-enhancing methods support the development of a skilled
workforce and make it easier for staff members to take part in the exchange of
knowledge across organizations (Nagshbandi et al., 2023; Remneland Wikhamn et
al., 2023). On the other side, contrary to the authors’ expectations, the results do not
support hypotheses H2b (f = -0.159, t = 2.163, p<0.05) and H2c (# = 0.023, t =
0.363, p > 0.05). The relation between ME and INOI -H2b, is expected to be positive
and significant. However, the results show that as motivation-enhancing efforts
increase, the level of INOI tends to decrease claims, thus, this thesis rejects the
hypothesis. Although rewarding and appraising employee’s innovative performance
may foster employee willingness to engage in open innovation activities (Ferrarini
and Curzi, 2022; Malik et al., 2020), this study’s results do not support this
argument. Indeed, this conclusion may be explained by the fact that performance
appraisal generally has a higher effect on people extrinsically motivated (Bos-Nehles
and Veenendaal, 2019), and that occasionally, these practices could be perceived
more as controlling rather than managing performance and rewarding employees
(Prieto and Pérez-Santana, 2014). Therefore, the implementation of HR policies
such as performance-related remuneration can lead to negative effects for
employees, including increased stress and burnout, ultimately resulting in a negative
influence on performance (Vermeeren, 2017). Han et al. (2020) argues that,
concerning the AMO framework, motivation-enhancing practices imply that
employee motivation can be stimulated by management practices such as
performance appraisal and reward systems focused on extrinsic motivation. Having
said that, HPWS incentivizes and reinforces extrinsic motivation and neglects
intrinsic motivation (Georgellis et al., 2011). Consequently, HPWS overstimulates
the extrinsic motivation of employees, which diminishes their performance (e.g.,
inbound open innovation) (Han et al., 2020). In addition, this thesis failure to prove
the influence of OE practices such work design and participation practices on SMEs’
inbound open innovation (H2c), is not in line with previous works. For instance,
Nagshbandi et al. (2023) have proved the direct effect of opportunity-enhancing HR
practices on inbound open innovation.

Lastly, the results support the positive significant effect of IWB on SME’s inbound
open innovation -H3 (B = 0. 421, t = 7.550, p < 0.01, f2 = 0.212), which is in line
with other studies (Fu et al., 2015; Sanz-Valle and Jiménez-Jiménez, 2018; Thneibat
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et al., 2022). Innovative work behavior encompasses a series of complex stages,
ranging from the generation of ideas to their execution and promotion. These stages
play a crucial role in enhancing a firm's innovation. Conversely, inbound open
innovation is a source of competitive advantage that relies on outside cooperation
and the diffusion of innovation. According to the study, innovation necessitates the
enhancement of employees' IWB, which can be achieved through the
implementation of HPWS.

6.2. Indirect effects

The mediating effect of innovative work behaviour towards the connections
between HPWS practices and SMEs’ inbound open innovation.

Regarding the second research question of this study, the mediating effect of
innovative work behaviour in the relation between HPWS practices under AMO
enhancing bundles and SMEs’ inbound open innovation was analysed. This study
aims to address the existing research gaps and answer the research queries raised by
Sanz-Valle and Jiménez-Jiménez (2018) and Nagshbandi et al. (2023). Contrary to
the authors’ expectations, hypothesis H4a (5 = -0. 026, t = 0.775, p > 0.01), does not
support the idea that IWB mediates the relationship between ability-enhancing
practices and inbound open innovation. There is a scarcity of empirical research that
specifically examines the connections between each bundle of HPWS and inbound
open innovation through the mediation of IWB. However, the findings contradict
the claims made by Fu et al. (2015) which state that organizational innovation in
service firms depends on the application of HPWS, through the mediating role of
IWB. From the social exchange theory, it is expected that training and development
can be perceived as investment in employees and they will reciprocate with
something that will be valuable for the company (Bos-Nehles et al., 2017).
Nonetheless, it is argued that employees may not respond in this regard unless
employers explicitly communicate the significance of reciprocating with innovative
behavior. Therefore, in order for employees to recognize the significance of training
and development with regard to innovative work behavior, an innovative climate
should be established (Bos-Nehles et al., 2017)

In a similar fashion, the result of H4b (f = 0.060, t = 1.619, p > 0.05), demonstrates
that IWB has not a mediating effect between opportunity-enhancing and SMEs’
inbound open innovation. According to Bos-Nehles et al. (2017), motivation-
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enhancing methods are centered on the extrinsic motivation of employees, which
may reduce inventive behavior, resulting in a lack of organizational innovation (e.g.,
open innovation). Bos-Nehles and Veenendaal (2019) claims that “discretionary
efforts, such as IWB, are usually neither anticipated nor rewarded, and thus cannot
be assured through compensation systems”. Therefore, rewarding practices that
focuses on external reward techniques might motivate only people who are
extrinsically motivated. Having said that, these compensation techniques might
reduce or negatively affect innovative behavior, which in turn will decrease
innovation (e.g., inbound open innovation) (Bos-Nehles et al., 2017; Bos-Nehles and
Veenendaal, 2019). In such situations, other motivation-enhancing practices that can
foster intrinsic motivation, such as autonomy, personal development, and
acknowledgement, can be employed (Bos-Nehles et al., 2017; Li et al., 2006). On
the other side, the results of this study confirm hypothesis H3c: IWB mediates the
relation between the OE bundle of HPWS practices and INOI (5 = 0.188, t = 5.263,
p < 0.01). This result is aligned with previous works (Sanz-Valle and Jiménez-
Jiménez, 2018). They revealed that HPWS affects IWB and, in turn, IWB boosts
product innovation.

The moderating effect of innovative culture towards the connections between
HPWS practices and SMEs’ inbound open innovation.

The results partially support the suggested hypothesis in response to the highlighted
research gap and addressing the research question regarding the moderating effect
of innovative culture in the relationship between HPWS and SMEs’ inbound open
innovation. The results show a positive significant effect of innovative culture
pertaining to the relation between motivation-enhancing and SMEs’ inbound open
innovation — H5b (8 =0.115, t = 2.567, p < 0.05, ¥ = 0.019). The results are similar
to the work developed by Cera et al. (2023), where the authors argue that a culture
focused on change, innovation and development, moderate and reinforces the
relation between commitment-based HRM practices and inbound open innovation
in SMEs context. Contrary to the author’s expectations, the results of H5a (5 = -
0.065, t = 0.891, p > 0.05, f2 =0.007) and H5¢ (8 =-0.072, t = 1.529, p > 0.05, f? =
0.010) are not supported. There is a lack of empirical research that specifically
examines the moderation effect of innovative culture in the relation between each
AMO bundle of HPWS (e.g., ability-enhancing, motivation-enhancing and
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opportunity-enhancing) and inbound open innovation. Nevertheless, findings
contradict with arguments brought by the social context theory established by Ferris
et al. (1998), which states that social context components, such as organizational
culture, shape the effects HR management systems exercise on organizational
performance. However, these results are in the same line with the study conducted
by Lau and Ngo (2004). The authors did not find interactive effects between
organizational culture and different bundles of SHRM practices on product
innovation. The results shown above appear to provide partial support for the
developed hypothesis. According to Lau and Ngo (2004), culture is a collective
construct that requires involvement and aggregation from many individuals inside
the organization. As a result, evaluating culture with a single responder (as in this
thesis) may be ineffective. Thus, future study should consider using more than one
responder per firm to examine the effects of culture. Furthermore, the country's
cultural context influences the design of human resource management practices,
company culture, and their interactions on organizational outcomes (Lau and Ngo,
2004, 2001). Hence, further research it is suggested.

6.3. Interactive effects

The interactive effects of HPWS practices on SME’s inbound open innovation.
By analysing the interactive effects of HPWS on inbound open innovation, this study
responds to existing literature research gaps, as raised by Seeck and Diehl (2017)
and Remneland Wikhamn et al. (2023). Contrary to the author’s expectations, the
results of hypothesis H6a (8 = -0.018, t = 0.347, p > 0.05, f2 = 0.005), the two-way
interaction between ability-enhancing and motivation-enhancing practices towards
inbound open innovation, are not significant. The reason why two-way interactions
between ability-enhancing and motivation-enhancing practices and SMEs’ inbound
open innovation is not significant, it is speculative. However, an answer could be
derived from the arguments brought up by Bos-Nehles et al. (2023), which suggest
that ability-enhancing practices very rarely are used as a moderator in the
relationship between AMO-enhancing practices and organizational performance.
Conversely, motivation-enhancing practices can act as mediator or moderator, and
are inextricably linked to the climate or culture of the organization, its norms, values,
and objectives. Having said that, it might be argued that for optimal application of
motivation-enhancing practices, a suitable culture must be present, and employees
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should show an affective commitment towards firms’ value and goals. Having an
innovative climate and a proper organizational culture is crucial for SMESs’ open
innovation (Popa et al., 2017). On the other side, positive significant results have
been found; for instance, in the relation to the two-way interaction of ability-
enhancing and opportunity-enhancing practices with inbound open innovation -H6b
(8 =0.122, t = 2.018, p < 0.05, f2 = 0.017), Staffing, training, work design, and
participation policies should all be implemented simultaneously; thus, organizations
must ensure that not only hiring practices and training programs regarding external
innovation acquisition are implemented, but also that policies to encourage
employees to participate in open innovation activities at work are in place.
Regarding the three-way interaction effects and INOI, the hypothesis H7 is not
supported (8 = -0.095, t = 2.018, p < 0.05, 2 = 0.029). The results show that three-
way interactive effects of AMO HPWS on INOI is a significant negative relation,
hence do not aligns with this thesis proposed hypothesis. Consequently, the findings
are not in line with Blumberg and Pringle (1982), that argues that organizational
performance is based on a multiplicative model where all HRM bundles should be
present: P = f(A x M x O). This conclusion may be explained by the fact that,
according to Han et al. (2020) when HPWS procedures are misaligned, negative
synergies may develop. For example, firms might motivate employees to collaborate
but reward them based on individual achievement. This lowers overall level
outcomes (individual-unit-firm) and increases conflict (Banks and Kepes, 2015),
leading to negative impact of different HPWS practices in organizational outcomes
(Han et al., 2020). According to Buller and McEvoy (2012), it is essential to not only
ensure that HRM practices are in line with each other and the business strategy, but
also that their execution by managers and workers is effective. Inadequate
implementation of HRM strategies that involve more than two-way interactive HRM
practices can cause confusion and have a negative impact on organizational
outcomes (Bello-Pintado, 2015).

7. THEORITICAL AND PRACTICAL CONTRIBUTIONS

7.1 Theoretical contributions

This thesis addresses various research gaps regarding the impact of AMO HPWS
practices on SMEs’ inbound open innovation and makes numerous significant
theoretical contributions to this ongoing debate. First, drawing on the AMO theory
and inter-linkages with the social context theory, this thesis explores the role of
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HPWS on SMEs’ inbound open innovation through the mediation influence of
innovative work behaviour. Existing research has been focused on the direct effects
of HPWS and innovative work behaviour (Fu et al., 2015; Sanz-Valle and Jiménez-
Jiménez, 2018) on open innovation (Engelsberger et al., 2022; Zheng et al., 2020).
Despite this, research examining the indirect effects of AMO HPWS practices on
inbound open innovation through the mediating effect of innovative work behaviour
remains scant. In particular, the results show that opportunity-enhancing practices
are important in predicting innovative work behaviour, while the effects of ability-
enhancing and motivation-enhancing in innovative work behaviour are not
confirmed. Additionally, the results show partial support for the direct effect of
HWPS on inbound open innovation. For instance, ability-enhancing practices have
a significant effect on inbound open innovation. However, hypotheses H2b and H2c
are not supported. The results also indicate partial support for IWB on the connection
between HPWS AMO and inbound open innovation. The results show that IWB
plays a mediating role between opportunity-enhancing practices and inbound open
innovation. Last, drawing on SET, this study answered existing research gaps
addressing the contextual effect of innovative culture and its moderating effect on
HPWS (e.g., Chaudhary et al., 2022). The results show that IC moderates the
connection between motivation-enhancing practices and inbound open innovation.

7.2 Practical contribution

This thesis extends the role of HPWS practices in SMEs, which has a number of
practical suggestions for owners and decision-makers in the high-performing SME
industry within the Czech Republic. The findings of this thesis can be employed to
reinforce firms’ implementation of HPWS in their human resource management
practices, with the aim of enhancing inbound open innovation. According to VVan De
Vrande et al. (2009) and Albats et al. (2023), SMEs suffer from the “liability of
smallness”; hence, focusing on HRM practices to support the implementation of an
open innovation strategy to innovate it is of a paramount importance (Cera et al.,
2023b). Fostering inbound open innovation is a practical strategy to help SMEs
achieve their organizational goals in this knowledge-driven era. Previous research
shows that HPWS is important to human resource practices that boost open
innovation (Engelsberger et al., 2022; Zheng et al., 2020). Additionally, innovative
work behaviour (Fu et al., 2015) and organizational culture ( e.g innovative culture)
(Ceraetal., 2023b) are recognized to have an impact on a firm’s ability to innovate.
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Hence, focusing on HPWS practices, IWB and IC to foster inbound open innovation,
comes as the most effective approach for Czech SMEs.

8. CONCLUSIONS, LIMITATIONS AND FUTURE
DIRECTION

8.1 Conclusions

Based on an extensive literature review and consulting with AMO theory, SET and
SCT, a conceptual framework analysing the effects of HPWS practices on inbound
open innovation was developed. In addition, hypotheses were developed to test the
direct, indirect and interactive effects of HPWS practices on inbound open
innovation. For instance, this thesis analyses both the direct effects of HPWS on
INOI, and the indirect effects of HPWS on INOI, under the mediation influence of
IWB and the moderation of IC. Furthermore, the thesis analysed the interactive
effects (two-way and three-way effects) of AMO HPWS practices on INOI.

8.2 Limitations and future directions

This thesis has met with few limitations and brings recommendations for prospective
research quests by future field authors. Foremost, HPWS practices pursuant to AMO
theory were utilized for conducting analyses of inbound open innovation.
Nevertheless, in alignment with suggestions provided by Hong et al. (2019) and
Engelsberger et al. (2023), HRM approaches and practices that are based on
collaboration-intensive models should be taken into account by further studies
examining open innovation. Accordingly, additional research has the potential to
extend this scientific quest path by navigating the implications of commitment-based
HRM practices and open innovation. On another note, this thesis has analysed the
only the impact of HPWS on inbound open innovation. Despite, additional research
Is recommended to further scrutinize the effect of SMEs sector HPWS practices on
inbound and outbound open innovation. Thirdly, this research is based on a
quantitative research framework. This confines the scope of the study to
emphasizing the underlying rationales and operational methodologies governing
firms’ practices within HRM and Ol realms. Consequently, scholars might
contemplate undertaking a qualitative inquiry within this domain to dig further into
these constructs.
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