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Abstract

This paper aims to bring new insights into the role of commitment-based human 
resource management practices in open innovation in small and medium-sized en-
terprises. Additionally, the goal is to enhance comprehension of the aforementioned 
interactions by considering the mediating effect of developmental culture. Data were 
collected from owners and managers of 131 small and medium-sized enterprises oper-
ating in the service and manufacturing sectors in Albania. The study employed a quan-
titative research instrument, namely online surveys. To yield results and extract figures, 
the study applied partial least squares-structural equation modeling, examining the 
interrelationships among constructs. The empirical results highlight the direct effects 
of commitment-based human resource management practices and developmental cul-
ture on open innovation. Specifically, the study reveals that commitment-based human 
resource management practices have a significant role in promoting open innovation 
(O = 0.598, t = 10.057, p = 0.000). Additionally, the findings indicate that developmen-
tal culture serves as a complementary factor by mediating the connection between 
commitment-based human resource management practices and open innovation (O = 
0.136, t = 1.789, p = 0.037). This study draws the attention of business owners and strat-
egy developers circumnavigating the Albanian small and medium-sized enterprises 
environment. Barring certain limitations, it enthralls their propensity toward innova-
tion, aligning it with an enabling business culture.

Elona Cera (Czech Republic), Roland Subashi (Albania)
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INTRODUCTION

Globalization, competition, and rapid technological advance-
ments force companies to revise their strategies. External sources of 
knowledge have become instrumental in innovation management. 
Chesbrough (2003) asserts that the innovation process has the tenden-
cy to go beyond organizational boundaries concerning evolving in-
novation. Moreover, organizations must implement an “open innova-
tion” framework, which entails leveraging diverse external actors and 
resources to establish a viable innovation environment (Engelsberger 
et al., 2022; Naqshbandi et al., 2023; Zheng et al., 2020). According to 
Bogers et al. (2018), one of the main factors influencing an organiza-
tion’s ability to innovate is its access to outside information. In this 
regard, SMEs have received little attention (Hossain & Kauranen, 
2016; Popa et al., 2017; Usman et al., 2018; Van De Vrande et al., 2009). 
Although smaller companies are less engaged in open innovation, it 
is crucial not to overlook their external knowledge acquisition pro-
cesses (Spithoven et al., 2013) due to the effect of open innovation on 
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enhancing organizational outcomes and competitive advantage (Carrasco-Carvajal et al., 2023; Tsai 
et al., 2022). For instance, Usman et al. (2018) suggest that open innovation is vital to overcoming bar-
riers to scarce resources and to adapt with market demands. Therefore, effective management of open 
innovation can result in improved growth for SMEs (Skordoulis et al., 2020). According to Scaliza et al. 
(2022), fostering an “open innovation mindset” strengthens the link between HRM practices and open 
innovation. Therefore, Skordoulis et al. (2020) assert that future research considering high-involvement 
HRM practices should foster an organizational culture that encourages an open innovation approach.

Existing research acknowledges the influence of HRM practices on open innovation (Engelsberger et al., 
2022, 2023; Hong et al., 2019; Remneland Wikhamn et al., 2023; West & Bogers, 2017; Zheng et al., 2020). 
Nevertheless, Podmetina et al. (2013) and Naqshbandi et al. (2023) call for future researchers to consider 
other mediators between HRM and open innovation. Consequently, to respond to these calls for future 
research, this study analyzes developmental culture as a mediator regarding the association between 
commitment-based HRM (C-HRM) practices and open innovation in the SME context. A culture fo-
cused on development and change emerges as an essential component in bridging the link between 
HRM and organizational results, including innovation (Lau & Ngo, 2004). The phenomenon under 
consideration can be interpreted as a mediating incorporation, as elaborated by Delery (1998). Moreover, 
research on the connection between HRM and open innovation has been conducted primarily in devel-
oped countries (T. Le & P. Le, 2023; Sikandar & Abdul Kohar, 2022; Usman et al., 2018). Nevertheless, 
such research is scarce in developing nations that should be considered because of the generalization of 
the data and the cultural differences (Sikandar & Abdul Kohar, 2022). 

In accordance with the research calls to explore HRM and open innovation in SMEs operating in dif-
ferent contexts, this study is conducted in Albania. SMEs are pivotal in boosting sustainable economic 
growth in Albania (OECD, 2022). Nevertheless, additional practices and policies need to be developed 
and implemented to foster business growth (Çera et al., 2019) and boost SMEs’ innovation capacity 
(OECD, 2022). Hence, empowering SMEs to develop enterprise capabilities through competent and 
skilled human resources is essential to boost innovation (World Bank, 2021). Moreover, collaboration 
between different entities, including public, private, and other relevant stakeholders operating in the 
country, is imperative to foster competitiveness and innovation. As a result, this study reacts to SMEs 
operating in Albania to enhance innovation capabilities.

1. LITERATURE REVIEW 

AND HYPOTHESES 

DEVELOPMENT 

Drawing upon the resource-based view, this pa-
per analyzes how SMEs use their internal strategic 
resources to gain competitive advantage through 
open innovation. With the development of the re-
source-based view, one can identify the earliest efforts 
to recognize the importance of internal resources, 
such as human resources, in the competitiveness of 
firms (Wright et al., 2001). In order to compete in the 
market, create value, and increase business perfor-
mance, firms should invest in resources that are val-
uable, rare, and inimitable, such as human resources 
(Barney, 1991; Peteraf, 1993) and organizational cul-
ture (Barney, 1991). This approach will increase the 

production of innovative products and services that 
influence customer satisfaction (Hitt et al., 2016) and 
market competitiveness (Barney, 1991; Barney et al., 
2001). The business environment is always chang-
ing, necessitating the development of new capabil-
ities in order to adapt in a dynamic context (Teece 
et al., 1997). Human resources, however, are not the 
only factor that has a direct impact on organization-
al innovativeness (products or processes) (Wright et 
al., 2001). Core competencies are primarily centered 
on human skills and knowledge, although they are 
not limited to human beings. Thus, human and so-
cial capital (i.e., internal/external interactions and 
exchanges) are included (Wright & McMahan, 1992). 
Therefore, the study deduces that managing internal 
resources (human resources, culture) is an essential 
factor that shapes organizational strategy toward an 
open innovation approach.
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Numerous researchers have investigated the com-
plex interplay between the determinants of HRM 
practices and innovation (Alosani et al., 2021; 
Lau & Ngo, 2004; Lockhart et al., 2020). For in-
stance, Alosani et al. (2021) have found a positive 
impact of HRM practices on service innovation. 
Moreover, they pinpoint the relevance of align-
ing HRM practices with the requirements of in-
novation activities, considering the intense com-
petition and the need for innovative services that 
prioritize client satisfaction while minimizing re-
source usage. These concur with previous research 
by Fernández-Esquinas et al. (2017), Guan and 
Frenkel (2020), and Hansen et al. (2019). 

Lau and Ngo (2004), exploring such a relation-
ship in an earlier study conducted among Hong 
Kong firms, reveal that HRM practices are es-
sential in fostering an innovation culture with-
in organizations, enhancing creativity, bridging 
collaboration, and forging a reliable work envi-
ronment. Additionally, Alosani et al. (2021) and 
Lau and Ngo (2004) emphasize that as commit-
ment is improved due to fostering culture, the 
quest for innovation is expanded (Lockhart et al., 
2020), drawing upon a larger pool of services and 
techniques, therefore leading to accelerated pro-
cesses and approaches characterized as open in-
novation. Moreover, Song et al. (2019) have found 
that commitment-based HRM practices that can 
encourage a fostering culture include three types 
of practices: skills-enhancing, intrinsic moti-
vation-enhancing, and employees-empowering. 
Furthermore, according to Lockhart et al. (2020), 
another determinant of such a coalescing mixture 
of factors that create an enabling environment for 
innovation includes establishing HRM functional 
areas such as reward management and promotion 
structure that are fully compliant with such a cul-
ture. Therefore, according to Song et al. (2019) and 
Lockhart et al. (2020), creativity-oriented HRM 
practices and systems have the potential to drive 
innovation through their environment-fostering 
properties.

Firm innovation is positively impacted by commit-
ment-based human resource management prac-
tices (Collins & Smith, 2006). These HR practic-
es boost trust, knowledge sharing, teamwork, job 
security, collaboration, knowledge exchange, and 
social interaction (Collins & Smith, 2006; Zhou et 

al., 2013). Therefore, the implementation of com-
mitment-based HRM practices contributes to the 
development of a harmonious work environment 
that nurtures employee support. Consequently, 
employees are more inclined to collaborate with 
external entities and actively participate in open 
innovation initiatives (Obradović et al., 2021). 
Moreover, Ceylan (2013) has analyzed innovation 
from a two-perspective approach: exploratory and 
exploitative. He found that exploratory innovation 
had the potential to lead to improved innovation 
performance, whereas exploitative innovation 
could decrease it. However, balancing exploratory 
and exploitative innovation processes and practic-
es is necessary to yield the best innovation perfor-
mance output (Ceylan, 2013). Conclusively, find-
ings imply that businesses should spend in both 
categories of innovative activities while carefully 
balancing them. However, Zhou et al. (2013) have 
stated that organizations that participate in ex-
ploratory innovation have a greater association be-
tween commitment-based HRM strategies and in-
novation performance. This implies that commit-
ment-based HRM procedures may be crucial for 
businesses that prioritize exploratory innovation 
despite the importance of exploitative processes 
(Ceylan, 2013; Collins & Smith, 2006; Remneland 
Wikhamn et al., 2023). 

High-performance work systems have been de-
fined by Bendickson et al. (2017) and Messersmith 
and Wales (2013) as highly efficient for a multitude 
of organizational structures, including well-estab-
lished corporates, conventional businesses, start-
ups, and early-stage enterprises. Such systems 
include various practices, such as flexible recruit-
ment processes, promotion, and evaluation based 
on deliverable outcomes, diverse training pro-
grams, flexible work hours, and the implementa-
tion of various forms of performance-reward-ori-
ented strategies (Hormiga & García-Almeida, 
2016). Jebali and Meschitti (2021) and Amabile 
and Pratt (2016) have predominantly focused on 
high-performance work systems as a catalyst for 
HRM development in SMEs. They have advocat-
ed for a proactive approach to implementing such 
systems in SMEs and startups during their initial 
growth phases. According to their perspective, ag-
gressively prioritizing HR development and talent 
acquisition in the early stages may not result in 
significant upfront costs compared to investments 
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in technology and logistics, which can deplete fi-
nancial resources rapidly. Consequently, they con-
tend that allocating more resources to HR systems 
and policy development during the early stages 
could have a relatively minor impact on overall 
company resources. This viewpoint stems from 
the belief that investing in hiring talent strategies 
and implementing robust HRM policies that fos-
ter employee motivation and retention yield long-
term benefits for firm performance and produc-
tivity (Engelsberger et al., 2022; Jebali & Meschitti, 
2021; Naqshbandi et al., 2023).

Additionally, stemming from the discussion above 
and in a somewhat “reverse” fashion, an environ-
ment that is favorable to innovation can be fostered 
by an encouraging organizational culture (Ceylan, 
2013; Lau & Ngo, 2004; Zhou et al., 2013) that pro-
motes experimentation, risk-taking, and learning 
from failure (Naqshbandi et al., 2023). Barjak and 
Heimsch (2023) explored the connection between 
corporate culture and inbound open innovation. 
They emphasized the importance of developing a 
more comprehensive definition of culture. To ex-
amine this relationship, they utilized Quinn and 
Rohrbaugh’s (1983) competing values framework 
and assessed the influence of internal and exter-
nal control variables on five indicators of inbound 
open innovation, such as product innovation, pro-
cess innovation, and the acquisition of innovative 
activities. The outcomes indicated that the specific 
market environments in which the firms operat-
ed impacted the results. These findings suggested 
that the observed inbound open innovation initi-
atives were driven by external pressures, particu-
larly in response to significant disruptions. Lau 
and Ngo (2004) and Naqshbandi et al. (2023) have 
also highlighted the influence of external fac-
tors. Organizations that encounter such difficul-
ties often resort to the adoption of planning and 
rule-oriented (formal) cultures as a strategy to 
implement process innovations aimed at reducing 
costs.

However, in terms of having a distinct strategy, 
promoting open and honest communication, in-
troducing suitable systems of rewards and sup-
port, adapting organizational structures and pro-
cedures, and establishing and formalizing any re-
quired modifications, this study aligns with prior 
investigations regarding the influence of these fac-

tors on cultivating a culture that fosters innova-
tion (Barjak & Heimsch, 2023; Scaliza et al., 2022). 
These characteristics are especially crucial when 
swift responses and adaptability to varying lev-
els of openness are necessary (Barjak & Heimsch, 
2023). Organizations can improve their innova-
tion skills and produce better results by incentiviz-
ing human resource practices (Alosani et al., 2021; 
Engelsberger et al., 2023; Gielnik et al., 2017; Haar 
et al., 2022) that enhance commitment, develop-
ing a positive learning culture (Lau & Ngo, 2004; 
Naqshbandi et al., 2023) and putting in place effi-
cient knowledge exchange systems, which cumu-
latively comprise open innovation. It is, therefore, 
imperative for firms leveraging on open innova-
tion to ensure such an interplay is attained within 
their structures at an optimum level (Engelsberger 
et al., 2022; Podmetina et al., 2013, 2018; Van De 
Vrande et al., 2009). 

Alqudah et al. (2022), Karim et al. (2020), and 
Kerdpitak and Jermsittiparsert (2020) have ex-
amined the correlation between organizational 
culture, employee commitment, innovation, and 
HRM practices in different contexts. Employing 
perceived organizational support as a mediator, 
Kerdpitak and Jermsittiparsert (2020) have found 
that organizational culture positively influences 
employee commitment, which corresponding-
ly affects innovation and organizational citizen-
ship behavior. Additionally, Alqudah et al. (2022), 
Gielnik et al. (2017), and Karim et al. (2020) have 
argued that HRM practices positively impact em-
ployee commitment. Most importantly, the me-
diating role of developmental culture is pinpoint-
ed, suggesting that it mediates the relationship 
between HRM practices and product innovation 
(Lau & Ngo, 2004). It is imperative to highlight the 
significance of cultivating a supportive organiza-
tional culture and implementing effective HRM 
practices to enhance employee commitment and 
closed or open innovation (Gielnik et al., 2017; 
Kerdpitak & Jermsittiparsert, 2020; Lau & Ngo, 
2004; Naqshbandi et al., 2023).

Therefore, this study aims to analyze commit-
ment-based HRM practices in open innovation 
through the mediation effect of developmental 
culture. Hence, this line of discussions and identi-
fied research gaps lead to the following hypotheses 
(Figure 1):
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H1: Commitment-based HRM practices positive-
ly impact developmental culture.

H2: Commitment-based HRM practices positive-
ly impact open innovation.

H3: Developmental culture positively impacts 
open innovation.

H4: Developmental culture mediates the relation 
between commitment-based HRM practices 
and open innovation.

2. METHODOLOGY

A cross-sectional design was utilized to devel-
op this investigation. In addition, the study em-
ployed a quantitative approach owing to its abil-
ity to infer the characteristics, attitudes, and/or 
behaviors of a population from a limited sam-
ple size (J. W. Creswell & J. D. Creswell, 2017). 
To conduct this investigation, a methodology 
grounded in the survey is employed. Saunders 
et al. (2009) propose that the research strategy 
involves conducting extensive quantitative re-
search and examining the relationships among 
multiple variables within a given research frame-
work. Furthermore, it is widely recognized that 
this research methodology has a significant po-
tential for data generalization.

The analysis was based on responses from a sam-
ple of 131 SMEs in the service and manufactur-
ing sectors. Stratification based on business sec-
tor and business size was used to choose the units. 
Specifically, the main business activities that 
SMEs were operating were as follows: hospitality 
and food service activities 2.3%; banking 6.1%; 

ICT 13.7%; manufacturing 29 %; service 38.9%; 
others 9.9%. The size of the target population is 
already known. Thus, respondents (SMEs) are 
chosen at random from a spreadsheet created in 
Microsoft Excel by using the Randbetween func-
tion first, followed by the sort command. General 
Directorate of Taxation in Albania assessed the 
companies’ database. The sample size met the 
minimum requirement outlined by Bagozzi and 
Yi (2012). The research methodology employed in 
this study aligns with previous studies on HRM 
and innovation within SMEs (Haar et al., 2022; 
Popa et al., 2017). The study utilizes firm-level 
data to investigate the association between var-
ious constructs. The participants selected for the 
study must hold the position of owner or man-
ager in order to guarantee their possession of a 
comprehensive understanding of the organiza-
tion’s circumstances. Of the individuals involved 
in the study, 58% were identified as owners of 
SMEs, while the remaining 42% were classified 
as managers. Furthermore, the study revealed 
that 41% of the participants were male, while 59% 
were female. 

The paper went through the following steps to 
make the questionnaire: 1) Going through the lit-
erature to find research gaps and ways to measure 
constructs; 2) Making the first draft of the ques-
tionnaire; 3) A pilot test with 15 managers and 
business owners from SMEs. In the final sample, 
there are no results from the pilot phase. A small-
scale pilot survey shows patterns in the answers 
and any problems with the questionnaire to en-
sure the content is good and the measurements 
are accurate; 4) Development of the final ques-
tionnaire. All of the measures were graded using 
five-point Likert scales that went from “strongly 
disagree” to “strongly agree.”

Figure 1. Conceptual framework 

Commitment-based 
HRM

Open Innovation

Developmental culture 

Direct effect
Mediating effect

H2
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The study measured the first construct of com-
mitment-based HRM by 10 items (Collins & 
Smith, 2006). A sample item is “Internal candi-
dates are given consideration over external candi-
dates.” Concerning data analysis, item C_HRM1 

– “Internal candidates are given consideration over 
external candidates” has been removed in order to 
only take those items with a high consistency on 
their answers and increase Alpha.

Mediating variable (developmental culture) was 
measured using a 4-item construct adopted from 
Lau and Ngo (2004). A sample item is “Our firm 
is a very dynamic and entrepreneurial place.” 
Concerning data analysis, items DC1 – “Our firm 
is a very dynamic and entrepreneurial place” and 

“DC2 – “The head of our firm is generally con-
sidered to be an entrepreneur, an innovator, or a 
risk-taker” have been removed to increase con-
struct consistency.

Open innovation was assessed using an adapted 
11-item scale derived from (Laursen & Salter, 2006). 
The participants were requested to assess the ex-
tent to which the company engaged in knowl-

edge acquisition from external resources, includ-
ing “1) Consumers, 2) Dealers, 3) Competitors, 4) 
Consultants, 5) Universities and other research 
institutions, 6) Technology intermediary organi-
zations, 7) Intellectual property organizations, 8) 
Venture capital enterprises, 9) Trade associations, 
10) Relevant government departments”. However, 
to enhance construct consistency in the analysis of 
the data, item OI9 – “News media” was excluded.

3. RESULTS

The Harman single-factor analysis revealed that 
the data are around 26% unique, eliminating out 
the possibility of a bias due to a common meth-
od bias. Although the VIF scores are lower than 3, 
as illustrated in Table 1, collinearity does not ap-
pear to be a serious problem (Diamantopoulos & 
Siguaw, 2006).

As per Henseler et al. (2015), discriminant validity 
(HTMT) was verified by the heterotrait-monotrait 
ratio (Table 2). Table 3 demonstrates that each HTMT 
ratio exceeded the most restrictive limit of 0.85. 

Table 1. Measurement model

Constructs Indicator Factor Loadings VIF Rho_A CR CA

Commitment-based HRM 

(C-HRM)

0.928 0.929 0.914

C-HRM2 0.720 2.221

C-HRM3 0.851 2.045

C-HRM4 0.821 1.889

C-HRM5 0.601 1.924

C-HRM6 0.768 2.528

C-HRM7 0.693 1.992

C-HRM8 0.840 2.759

C-HRM9 0.829 2.897

C-HRM10 0.788 2.680

Developmental Culture  

(DC)

0.839 0.912 0.808

DC3 0.935 1.853

DC4 0.895 1.855

Open Innovation  
(OI)

0.893 0.907 0.887

OI1 0.704 1.889

OI2 0.730 2.369

OI4 0.689 1.545

OI5 0.676 2.361

OI6 0.778 2.431

OI7 0.728 2.661

OI8 0.801 2.529

OI10 0.737 2.425

OI11 0.631 1.789    

Note: VIF = Variance Inflation Factor; Rho_A = Dijkstra-Henseler reliability coefficient; CR = Composite Reliability; CA = 
Cronbach Alpha.
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Table 2. Discriminant validity: Fornell-Larcker 

criterion

C-HRM DC OI

C-HRM 0.772

DC 0.598 0.915

OI 0.426 0.401 0.721

Note: C-HRM = commitment-based HRM; DC = developmental 
culture; OI = open innovation.

Table 3. Discriminant validity: Heterotrait-

monotrait ratio (HTMT)

C-HRM DC OI

C-HRM -

DC 0.677

OI 0.412 0.433

Note: C-HRM = commitment-based HRM; DC = developmental 
culture; OI = open innovation.

The significance of the parameter was assessed 
by employing the bootstrapping technique (5,000 
replicates, one-tailed significance). H1: commit-
ment-based HRM (O = 0.598, t = 10.057, p = 0.000) 
was strongly linked to developmental culture. In 
addition, H2 was supported by data showing a sub-
stantial relationship between commitment-based 
HRM and open innovation (O = 0.290, t = 2.470, 
p = 0.007). Also, for H3, developmental culture is 
positively related to open innovation (O = 0.227, t 
= 1.874, p = 0.0031). 

Table 4 illustrates an analysis of mediation performed 
to validate hypothesis H4. The findings suggested 
that the association between commitment-based 
HRM and open innovation is mediated by develop-
mental culture (O = 0.136, t = 1.789, p = 0.037).

By evaluating R2 of the regression model, the pre-
dictability of the study variables was evaluated 

(Table 5). This coefficient evaluates the possibili-
ty of an independent variable to explain a certain 
degree of variance in the dependent variable. The 
model R2 of the dependent variable, open innova-
tion, (0.271) shows 27% of the total variation of the 
open innovation, which can be considered for by 
the cumulative effects of separating variable, com-
mitment-based HRM. While mediation construct, 
developmental culture, (0.351) shows 35%. 

Table 5. Model fit

Fit Index Saturated Model Estimated Model
SRMR 0.094 0.094

d_ULS 1.846 1.846

d_G 0.720 0.720

Chi_square 497.305 497.305

NFI 0.707 0.707

4. DISCUSSION

Drawing on resource-based view, this study in-
vestigates the association between open inno-
vation and several other variables, including 
commitment-based HRM practices and devel-
opmental culture, as well as the intricate medi-
ation effect of developmental culture between 
commitment-based HRM and open innovation 
in SME context concerning a developing coun-
try. Several correlational setups are highlighted in 
the literature review. According to one research 
stream, businesses that support HRM practices 
yield a favorable influence on open innovation 
(Engelsberger et al., 2022; Naqshbandi et al., 2023; 
Zheng et al., 2020). This is also reinforced by this 
study’s findings, which refer to a strong correla-
tional output, measured at H2, between commit-
ment-based HRM practices and open innovation 
(O = 0.290, t = 2.470, p = 0.007).

Table 4. Results of hypotheses testing (direct and indirect effect)

Relationship Original Sample (O) Sample Mean (M) STDEV t-value p-value Decision

Direct Effect
H1: C-HRM → DC 0.598 0.603 0.059 10.057 0.000 Supported

H2: C-HRM → OI 0.290 0.304 0.118 2.470 0.007 Supported

H3: DC → OI 0.227 0.232 0.121 1.874 0.031 Supported

Indirect Effect (Mediation Analysis)
H4: C-HRM → DC → OI 0.136 0.140 0.076 1.789 0.037 Supported

Construct Coefficient of determination (R2) Adjusted R2

DC 0.356 0.351

OI 0.282 0.271

Note: C-HRM = commitment-based HRM; DC = developmental culture; OI = open innovation.
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Another cluster of studies emphasizes that organ-
izational culture is positively impacted by HRM 
approaches (Lau & Ngo, 2004; Lockhart et al., 
2020). In this regard, this study has found that, in-
deed, a culture fostering development is positively 
affected by commitment-based HRM practices, as 
expressed by the correlation value, H1 (O = 0.598, 
t = 10.057, p = 0.000).

The practices of HRM have a significant impact on 
the development and enhancement of an organ-
ization’s culture (Lau & Ngo, 2004; Lockhart et 
al., 2020). They also play a crucial role in shaping 
people’s assumptions and beliefs about various as-
pects such as knowledge sharing, values, and com-
mitment (Suttapong et al., 2014). 

To establish an environment that supports 
open innovation, businesses must cultivate a 
company culture that supports experimenta-
tion, risk-taking, and failure-based learning 

(Barjak & Heimsch, 2023; Lau & Ngo, 2004). 
Accordingly, this study shows that a develop-
mental culture that enhances exploration, pos-
itive risk assessment, and informed learning 
shall positively impact open innovation (H3) 
(O = 0.227, t = 1.874, p = 0.0031). Aquilani et 
al. (2017) suggest that the lack of a supportive 
and risk-taking organizational culture inf lu-
ences a lack of openness and trust toward out-
side collaborators, affecting the company’s ca-
pacity to effectively utilize externally generated 
or transferred knowledge. In support, Spath et 
al. (2018) argue that implementing open inno-
vation in SMEs is affected by adopting an ex-
ternally oriented culture and change-oriented 
organizational mindset. Organizational cultur-
al setup and attributes that foster commitment 
play a significant role. According to Palumbo et 
al. (2022), in the food processing industry, busi-
nesses that place a high value on collaboration, 
knowledge sharing, and positive risk aversion 

Figure 2. Model (Extracted from SmartPLS 4.0)
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will have a better chance of embracing open in-
novation strategies. A successful open innova-
tion approach is described as requiring strong 
internal and external partnerships as well as ex-
cellent communication and trust (Palumbo et 
al., 2022), which again emphasizes the role of 
a permitting culture in all of the above (Spath 
et al., 2018). Sharing know-how and the crea-
tion of clear communication channels prove 
inter-beneficiary. 

Finally, the study cross-validates the affirmation 
of H4, adding that developmental culture could 
mediate an already positive relation between 
commitment-based HRM and open innova-
tion (O = 0.136, t = 1.789, p = 0.037). The results 
are similar to Barjak and Heimsch (2023) and 
Lau and Ngo (2004). In the same vein, Alosani 
et al. (2021) assert that HRM practices, which 
inf luence service innovation, are significantly 
shaped by an organization’s disposition toward 
change and novelty.

The results of this study hold significant rami-
fications for practical applications. Consistent 
with prior research, this inquiry establishes a 
positive correlation between HRM practices that 
are based on commitment and open innovation 
within the context of small and medium-sized 
enterprises. The study’s findings are noteworthy 

because they focus on researching open inno-
vation in developing economies, where limited 
studies exist. Furthermore, the literature finds 
the contribution of developmental culture’s me-
diation effect intriguing. Consequently, conduct-
ing an empirical inquiry into the mediation be-
tween commitment-based HRM practices and 
open innovation would be of great worth in 
emerging economies like Albania.

This study’s primary contribution lies in its in-
novative approach to examining HRM practices 
in the context of open innovation within SMEs, 
with a particular emphasis on Albania. This 
study contributes to the existing literature by 
indicating that the results of HRM practices are 
crucial for advancement in open innovation. The 
findings indicate a pressing need for economies 
to establish a work environment prioritizing cre-
ativity, flexibility, autonomy, trust, and change to 
foster open innovation. SMEs in Albania must 
promote endeavors that facilitate the dissemina-
tion of knowledge, foster creativity, and cultivate 
a forward-thinking atmosphere that will aid in 
developing a culture centered on change and in-
genuity. Implementing a developmental culture 
is expected to foster an environment that stimu-
lates the generation of novel ideas among employ-
ees, thereby promoting collaboration, change, 
and the enhancement of open innovation.

CONCLUSION

Drawing on resource-based view, this study investigated the impact of commitment-based HRM prac-
tices in open innovation under the mediating effect of developmental culture. Data were gathered from 
a total of 131 SMEs located in Albania. The paper showcases that implementing HRM practices based 
on commitment can incentivize employees to engage in open innovation. This study expands upon the 
literature on commitment-based HRM and developmental culture in a nascent field. In practical terms, 
this provides policymakers and leaders with a framework for cultivating a transparent approach to fos-
tering an open innovation approach.

The present study possesses certain limitations. The cross-sectional design utilized in this study 
may introduce the potential for temporal shifts in the underlying causal association. To address 
this limitation and enhance the outcome, a longitudinal study might be considered by future re-
searchers. In addition, responses were the opinion of only one respondent for each SME in the posi-
tion of manager or business owner. In order to mitigate potential research bias and enrich findings, 
it is recommended that future research considers research designs that allow data collection by 
various respondents within each firm. Furthermore, it is recommended that other studies consider 
a larger sample size to improve the quality of their data outcomes and enhance the generalizability 
of their results.
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