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Abstract 

This paper focuses on the human dimension of open innovation, by mobilising the dynamic 

capabilities view and by focusing on regional clusters as an empirical field. Our main issue is 

what dynamic capabilities should be developed to overcome the human difficulties of open 

innovation projects within regional clusters? 22 semi-structured interviews with four open 

innovation project actors (business leaders, university professors, engineering research labs 

executives, and cluster managers) within three Moroccan clusters were conducted. The thematic 

analysis of data collected was realised via Nvivo 10 software. To overcome the main human 

difficulties of open innovation, it seems necessary for an organisation to develop four dynamic 

capabilities, namely team sensemaking capability, absorptive capacity, capacity to renew its 

competences and capacity to transform its organisational culture. The results could be useful for 

managers of organisations participating in open innovation projects within regional clusters 

during the development and implementation of HRM practices. 
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Introduction  

In the context of a knowledge-based economy, the concept of open innovation, 

which is based on collaborative practices, poses new challenges for organisations. Since it 

was introduced in 2003 by Henry Chesbrough, over the past 20 years numerous 

researchers have analysed the phenomenon from different perspectives. Nevertheless, the 

scientific community underlines that the human dimension of open innovation is still 

under-studied, and this field of research is highlighted as a promising area (Hossain & 

Anees-ur-Rehman, 2016; Randhawa et al., 2016; Lopes & de Carvalho, 2018).  

On the other hand, regional clusters are the ideal terrain to study open innovation 

since they foster collaboration between external partners, mainly due to geographical 

proximity. Thus, several authors advocate the need to explore the concept of open 

innovation at the inter-organisational level in the context of regional networks of 

innovation systems (BodasFreitas et al., 2013; Michelfelder & Kratzer, 2013).  

Additionally, the theoretical framework mobilised so far by open innovation 

researchers is mostly around knowledge-based theories (KBV) and resource-based view 

(RBV). Other promising theoretical fields have been applied to a minor extent. At the 

same time, many authors highlight that the theory of dynamic capabilities provides an 

interesting perspective on open innovation (Randhawa et al., 2016). 

To respond to these three scientific gaps, we focus on the « human side » of open 

innovation at the inter-organisational level and in the context of regional innovation 

networks, namely the Moroccan innovation clusters, by mobilising the dynamic 

capabilities framework. In this context, our research problem is as follows: What dynamic 

capabilities has to be developed to overcome the human difficulties of open innovation 

projects within regional clusters?  

This paper is structured as follows. First, a brief literature review on the concept of 

open innovation in relation to regional clusters will be developed. Then, the methodology 

and design of our research will be described. Thirdly, the findings of our empirical study 

will be presented and discussed. It will be concluded with an emphasis on the theoretical 

and practical implications of our study, as well as research limitations and perspectives.   

Open Innovation Within the Regional Cluster from The Perspective of 

Dynamic Capabilities Framework. 

Theories of open innovation suggest that innovations are not always inspired and 

developed entirely within a single company and that the production of innovative results 

is facilitated by greater openness to external sources of knowledge (Elmquist et al., 2009). 

In this paper, the most recent definition of Henry Chesbrough has been adopted: “Open 
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innovation is a distributed innovation process that relies on purposively managed 

knowledge flows across organisational boundaries, using pecuniary and non-pecuniary 

mechanisms in line with the organisation's business model to guide and motivate 

knowledge sharing”. (Chesbrough, 2017, p. 35).  

While cluster can be defined as “” process of firms and other actors co-locating 

within a concentrated geographical area, cooperating around a certain functional niche, 

and establishing close linkages and working alliances to improve their collective 

competitiveness”. (Andersson et al., 2004, p. 7).  

The examination of the literature at the intersection of open innovation and 

regional clusters revealed some similarities and complementarities between the two. 

These similarities include collaboration between companies and other institutions (and, 

thus, the presence of inter-organisational network effects), knowledge flows across 

organisational boundaries and their externalities, as well as a positive impact of 

geographic proximity (Cooke, 2005; Simard & West, 2006; Vanhaverbeke, 2006; Huang 

& Rice, 2013).  

Thus, Vanhaverbeke (2006) noted that regional clusters are more likely to use open 

innovation strategies, while Simard and West (2006) recognised that regional clusters are 

an ideal framework for open innovation analysis. Furthermore, several research studies 

have been conducted previously to analyse how and to what extent cluster initiatives 

foster and promote open innovation practices: Omta and Fortuin (2013), Santos and 

Mendonça (2017), Yström and Aspenberg (2017), Nestle et al. (2019), Vlaisavljevic et al. 

(2020).  

The theoretical framework of dynamic capabilities was proposed by Teece, Pisano 

and Shuen in 1997 and provides some comprehension of how an organisation can achieve 

new forms of competitive advantage by reconfiguring its internal and external resources 

to adapt to the changes of the environment (Teece, 2007). Since open innovation is a 

relatively new phenomenon, the shift from the closed innovation paradigm to open 

innovation causes many changes in the organisation's environment. In this sense, dynamic 

capabilities theory can provide the required perspective for open innovation (Teece, 

2014). Indeed, open innovation may seem easy in theory, but in reality, it is quite difficult 

to implement (Teece, 2019). Only organisations with strong dynamic capabilities will be 

able to take full advantage of open innovation practices (Bogers et al., 2019). 

Teece (2020) makes a distinction between ordinary dynamic capabilities and high-

level dynamic capabilities, while high-level dynamic capabilities can be divided into 

three categories: sensing, seizing and transformating capabilities. All these three dynamic 

capabilities reinforce open innovation (Bogers et al., 2019). These three high-level 

https://scholar.google.com/citations?user=RThZqp8AAAAJ&hl=fr&oi=sra
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capabilities will be further developed when discussing the results in the third part of this 

paper. 

Methodological Choices and Research Design. 

This research positions in the epistemological interpretative paradigm. Therefore, 

it is considered that social reality is subjective and that it is constructed through the mix 

of the actors' intentions who build the meaning of this reality through the sharing and 

confrontation of their interpretations. Thus, the qualitative approach is adopted. This 

approach is well adapted to the needs of our research because it is consistent with the 

study of invisible, not directly observable objects, such as the actors' feelings, thoughts, 

intentions, motivations and fears, and which allows approaching the personal mental 

perceptions of the actors interviewed. 

Based on the interview guide developed following the literature review, 22 semi-

directive interviews with the representatives of four categories of actors in open 

innovation projects (university professors, business leaders, engineering research labs 

executives and cluster managers) within the three Moroccan clusters were 

conducted. Each interview lasted from 45 to 90 minutes.  

The interview guide consisted of two axes. First, the interviewees were asked about 

their experience of participation in the open innovation projects within the clusters. Then 

they were asked about the difficulties they went through while participating in these 

projects. Thereafter, each difficulty detected was the subject of in-depth questioning. All 

interviews were recorded and then transcribed. 

The study is based on the strategy of multi-site study, which is considered by many 

authors to have the advantage of deepening and strengthening understanding, as well as 

increasing the generalisability of the results, by confirming that the findings observed in 

such context are not purely idiosyncratic.  The cases were selected using the explicit 

sampling method guided by our research question and theoretical framework. The 

examination of a series of similar cases at the first site (first regional cluster) allowed us 

to understand in-depth the findings obtained. Then, we tried to intensify our results and 

increase the validity and stability of our findings. Thus, the successive replication 

strategy advocated by Yin (1991) was followed, which states that if the finding is true in 

a context and is also true in a comparable context, then the finding is more robust. Thus, 

three clusters that all present a similar context and operate in interconnected sectors were 

selected, namely the Electronics, Microelectronics and Mechatronics Cluster of Morocco 

(CE3M), the Solar Cluster of Morocco and the Cluster of Moroccan Technical Textiles 

(C2TM). 
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Concerning the selection of people to be interviewed within each case study, the 

snowball or chain effect sampling method proposed by Miles and Huberman (2003) was 

adopted. This method involves identifying good cases through people who know other 

people who know cases rich in information. Therefore, the iterative approach based on 

the progressive constitution of the sample by successive iterations was applied. 

Theoretical saturation was achieved to ensure the robustness of our data 

collection. Theoretical saturation is the point where the redundancy with previously 

obtained data appears (Glaser & Strauss, 1967). Following Yin (2016), we continued our 

semi-structured interviews until the data collected no longer provided new information 

(or incremental learning was minimal), and the marginal information did not challenge 

our built frameworks. The empirical data was translated into theoretical concepts through 

the abstraction method using open coding (Strauss & Corbin, 1990; Thiétart, 2014). Then 

the data was encoded using the method of thematic analysis with Nvivo 10 software and 

the unit of analysis was a paragraph. 

Table no. 1 - Justification of methodological choices 

 

 Source: Developed by authors 
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Research findings of empirical study 

The results of the lexical analysis revealed the 30 most frequently used words (see 

Figure 1). As can be noticed, the words the most frequently used by our interviewees are 

“cluster”, „project“, „research“, „companies“ and „problem“. Then some other words 

emerged such as „innovation“, „development“, „work“, „time“, „skills“, „knowledge“, 

„party“, „communication“ and „collaborative“.  

Figure no. 1 „Cloud“ of the most frequently used words 

 

Source: output of Nvivo 10 software 

In addition, a « word tree » were extracted from the discourse of our interviewees. 

As it is demonstrated in Figure 2, the words « innovation » and « competences » were 

used by our interviewees in association within the same sentence. The words „enterprise“ 

and „Moroccan“ were preceded by the word „cluster“ which, in turn, the word „culture“ 

was the pioneer. The word „knowledge“ was very often applied in combination with the 

word „problem“, which was preceded by the word „always“.  The word „enterprise“ was 

frequently used in combination with the word „collaborative“. The word „university“ was 

employed in combination with the word „research“. The word „communication“ was 

used in combination with the word „need“. The word „time“ was applied together with 

the word „report“ which was preceded by the word „project“.  
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Figure no. 2 „Word tree“ of interviewees' discourse 

 

Source: output of Nvivo 10 software 

 

1.1 Human difficulties of open innovation projects within regional clusters 

After completing the lexical analysis, the different nodes and sub-nodes were 

encoded according to the method of thematic analysis with the paragraph as the unit of 

analysis. The results of this encoding allowed us to construct the rectangular hierarchical 

diagram of the themes. Thus, Figure 3 demonstrates the human difficulties of open 

innovation projects discussed by our interviewees. The size of the space given to the 

theme in the graph corresponds to its importance (the percentage of the discourse given 

by the interviewee to each difficulty). Thus, the main human difficulties of open 

innovation projects within Moroccan regional clusters are lack of motivation, lack of a 

single vision and understanding between partners, cultural barriers, lack of trust, 

competences problems, lack of absorptive capacity, project management problems and 

communication issues. 
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Figure no. 3 Rectangular diagram of human difficulties in open innovation projects 

 

Source: output of Nvivo 10 software 

Each theme from the above diagram was explored in depth to better understand the 

origins and causes of each difficulty. This allowed us to detect which dynamic 

capabilities should be developed to overcome these difficulties.  

1.2 Dynamic capabilities to overcome human difficulties of open innovation projects 

within regional clusters 

The empirical data was translated into theoretical concepts through the abstraction 

method using open coding. Also, the abductive approach was applied which is about the 

iterative back and forth between theory and practice. Thus, by reviewing the literature at 

the intersection of the human dimension of open innovation and the theory of dynamic 

capabilities, four theoretical concepts were identified and linked to the dynamic 

capabilities framework. Therefore, it is proposed that, to overcome human difficulties, 

and to adapt to the new environment induced by the shift from a closed to open 

innovation paradigm, four dynamic capabilities should be developed by the organisation, 

namely team sensemaking capability, absorptive capacity, capacity to renew its 

competences and capacity to transform its organizational culture. These ideas will be 

further developed in the following subsections.  

1.2.1 Team sensemaking capability 

As it has been mentioned above, Teece (2020) makes a distinction between 

ordinary dynamic capabilities and high-level dynamic capabilities, while high-level 

dynamic capabilities can be divided into three categories: sensing, seizing and 



53 

 

transformating capabilities. Sensing capabilities are abilities to identify and evaluate new 

business and technology opportunities and relate to activities such as analysing and 

monitoring changes in the organisation's environments, assessing customer preferences, 

capturing ideas internally from employees and identifying new business opportunities. 

According to the findings of our research, sensing capabilities first consist of developing 

the team sensemaking capability.  

The concept of team sensemaking capability comes from Weick's sensemaking 

theory and focuses on the cognitive processes, using them people develop together mental 

models and attribute appropriate meaning to new experiences to meet the requirements of 

the changing environment (Weick et al., 2005). According to the dynamic capabilities 

theory, sustainable competitive advantage is attributed to companies that can react 

quickly to the turbulent changing in the environment. Thus, companies with strong team 

sensemaking capabilities have a competitive advantage, as they are able to develop shared 

interpretations of changes in the environment (Teece, 2020).  

Many authors have mentioned the importance of team sensemaking in open 

innovation projects: Alasoini (2011), Amaya et al. (2019), Mahdad et al. (2020), Mesgari 

& Okoli (2019). Sheng (2017) and Teece (2020) also recognise that one of the important 

dynamic capabilities, especially in the early stages of open innovation, is the sensemaking 

capability because, in the presence of uncertain factors, it is necessary to be able to assign 

the same meaning and interpreting the different situations in the same way by all the team 

members.  

 

Figure no. 4 Theoretical links between team sensemaking capability, dynamic 

capabilities framework and open innovation 

 
Source: Developed by authors (based on a literature review) 
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Indeed, the partners involved in open innovation projects are all different in their 

culture, knowledge background, mode of operation and objectives. Notably, a part of the 

companies belonging to the clusters is subsidiaries of foreign multinational companies, 

which implies the difference in objectives between these subsidiaries and the Moroccan 

national companies belonging to the same cluster. Some verbatims of our interviewees 

illustrate this point: 

... the difference between the local Moroccan companies and the subsidiary 

companies ... there was some friction because we do not have the same objectives 

... the Moroccan company wants to go further in its development, and the 

subsidiary company, for it, must do just the production and not go further. 

(Company manager) 

On the other hand, it is about the difference in objectives between the company and 

the university. The company wishes to do practical and applicative research, while the 

university favors fundamental research : 

... often we see studies or projects at the level of Universities  ... we remain 

attached to fundamental research in the field of science. And sometimes, we will 

find subjects that we know that ... even if we find results, they will be useless ... 

(Cluster Leader) 

Morocco ... needs to do applied research concerning the different products ... that 

are consumed by the local market, and to be able to do ... reverse intelligent 

engineering ... and that will be much more quickly ... valued than staying in 

fundamental research ... (Company manager) 

I have the impression that our institutions in Morocco remain disconnected... I 

tend to believe that the two worlds do not understand each other... The company, 

concerning the University, is ready to hear what the University says, but without 

expecting much. (Cluster Leader) 

Despite these differences, the members of open innovation are united in one team 

to collaborate on a project and are therefore expected to create common sense to 

understand different situations in the same way:  

... it's this vision of things that is not always the same from one interlocutor to 

another... the challenges we encounter about the human factor are often about 

how to share, already build a vision and be able to share it with the other 

stakeholders, and allow them the same understanding of this vision. And I think 

that this is the key to the success of all collaborative projects ... (Cluster Leader) 

Akgün et al. (2012) argue that team sensemaking capability is a second-order 

construct consisting of five elements, namely internal and external communication 

(Weick et al., 2005), information gathering (Neill et al., 2007), information classification 
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(Akgün et al., 2006), the building of shared mental model (Neill et al., 2007), and 

experimental action (Weick et al., 2005). In this sense, the speeches of our interviewees 

confirm this. In particular, concerning communication : 

... every day we had physical meetings, so a physical presence. And that doesn't 

prevent us from using WhatsApp at the time ... when one of us was abroad, we 

used Skype to discuss, but ... it was mainly physical meetings. Daily and physical. 

(University Professor)  

Constructive criticism via brainstorming sessions helps to create a common 

sense, ... it will be useless to develop something that won't be sold later... That's 

brainstorming ... focused and directed brainstorming. I am criticising the idea, 

because ... when you direct a maximum of criticism to an idea, and really you are 

able to ... argue, to find ... founded answers ... (University Professor) 

Communication is primarily a matter of common language. However, university 

professors and business leaders of our sample have difficulties understanding each other 

because they don't use the same language :  

We don't speak the same language... and there is a feeling that the 

communication between the two... does not pass ... (Cluster Leader)  

We always have this difference in language between the university and the 

entrepreneur. So, it is this difference in language that makes the two entities more 

and more distant. (University Professor) 

To be able to make sense in common, there is a need to teach the other our 

language, but also to make the effort to understand the language of the other partner: 

... we also integrate them through what we call knowledge-sharing meetings ... 

try to interweave them so that they can learn our language. And then we also 

communicate so that they can learn each other's language. That's how it works 

(Research Foundation Manager).  

At this point, the language, the jargon, I have it, the scientific background, I have 

it ... That's why I can still speak the same language as an engineer or ... a 

technician. (University Professor) 

... we also try to search for information to be able to speak the same language as 

our partner ... (Head of the Research Foundation) 

Also, communication is the way to understand the exact meaning of the 

information shared in the transfer of knowledge:  

... sometimes we ask directly for the exact information... you send me a draft 

proposal or something, if I don't understand something, one, I look it up on the 

internet first of course, two, I contact the partner directly, so that I can, one, 

understand exactly what they mean by such and such information, and two, so 
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that I can point out the research that I'm going to do to understand the given 

information more deeply. (Head of the Research Foundation) 

Thus, as it was mentioned above, among the human difficulties in open innovation 

projects within Moroccan clusters is the lack of a single vision and understanding 

between partners. To overcome this difficulty, it is proposed that all open innovation 

project members should make an effort to develop team sensemaking capability.  

1.2.2 Absorptive capacity  

Still regarding sensing capabilities, the second dynamic capability to develop is the 

absorptive capacity (according to our empirical findings). The concept of absorptive 

capacity was introduced by Cohen and Levinthal (1990), who defined it as the ability to 

recognise the value of new information, assimilate it and apply it for business purposes. 

Zahra and George (2002) redefined the concept by highlighting its multidimensional 

nature. In particular, the authors distinguish between potential absorptive capacity, which 

includes the capacities to acquire and assimilate, but that does not always lead to the 

exploitation of knowledge; and realised absorptive capacity, which appeals to the 

capacity to transform and exploit new knowledge.  

As it was mentioned above, among human issues of open innovation projects 

within Morrocan clusters is the lack of absorptive capacity. That is the partners the actors 

involved in the projects have difficulty understanding the new knowledge coming from 

the external partners. Some verbatims of our interviewees illustrate this : 

Very often, a lot of time has been wasted ... discussing trivia... « And how do you 

do that? » « Well, no, that's how it goes. » (University Professor) 

... He doesn't understand, his capacities are limited, he has no absorptive 

capacity to understand, and his absorptive capacity is very low ... They can't 

understand my proposals. (Company manager) ...  

... if someone comes to them with a new project, sometimes they are not able to 

understand it. (University Professor) 

And since they can't understand, it follows that they are not able to respond 

properly, and communication between external partners of the project becomes distorted.  

I send out deliverables; I don't get any feedback ... because they don't understand 

... I send you a deliverable, and you answer me ... with another report. You tell 

me yes, this part is good, it fits with the specifications, and this part is not ... And 

this is a problem ... And this is a handicap, the fact of not having a team, a team 

that is capable of answering you based on a deliverable of a report as to whether 

you have respected or not, this is a problem. (University Professor) 
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Figure no. 5 Theoretical links between absorptive capacity, open innovation and dynamic 

capabilities framework 

 
Source: Developed by authors (based on a literature review) 

 

Thus, the second dynamic capability to be developed to adapt to the changing 

environment of the new open innovation paradigm and to overcome human difficulties is 

the absorptive capacity. In the context of sensing capabilities, it is about developing the 

potential absorptive capacity, to be able to identify and recognise the value of new 

knowledge that may be useful, so as to detect new business and technology opportunity. 

Once this opportunity is recognised, it is supposed to be exploited and transformed into a 

new product on the market, which requires seizing capabilities. Seizing capabilities refer 

to the ability to invest in complementary technology and assets and to be able to exploit 

new opportunities as they arise. Thus, in the case of our research, it is proposed to 

connect seizing capabilities with realised absorptive capacity. 

1.2.3 Capacity to renew individual competences 

Concerning seizing capabilities, apart from the realised absorptive capacity that 

was already mentioned, in order to be able to exploit the newly acquired knowledge, an 

organisation should be able to adapt its competences to the changing context of the open 

innovation paradigm. Indeed, the paradigm of open innovation involves the difficulties of 

collaboration and puts pressure on employees’ competences (see Figure 6). In this 

context, dynamic capabilities focus on the organisation's ability to renew its competences 

to adapt to changes in turbulent environments (Sheng, 2017).  
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Figure no. 6 Theoretical links between competencies, open innovation and dynamic 

capabilities theory 

 
Source: Developed by authors (based on a literature review)  

Numerous research studies have investigated what individual competences are 

important for open innovation projects: Behnam et al. (2018), Bello-Pintado and Bianchi 

(2019), Hong and Kim (2020), McPhillips and Licznerska (2021). Regarding the results 

of our study, the important competences for open innovation projects are first of all hard 

scientific skills, each in their field of specialisation:  

Now, in this type of work, you need experts, experts by trade who master different 

technologies. When we think of developing a new product, we need experts in 

plastics, mechanics, hydraulics and others, electronics and software, so that these 

experts collaborate together to make projects ... So, we need experts by trade ... 

(Company manager) 

More importantly, these are the soft skills that are needed as a result of the new 

open innovation paradigm. In particular, according to the analysis of our interviewees’ 

speech, these are managerial skills, such as project management skills, team management 

skills, but also communication, leadership capacity, the ability to resolve conflicts, a spirit 

of sharing, the ability to listen, adaptability and sense of initiative. Some verbatims could 

illustrate these findings : 

 We need people who have a sense of the organisation because to manage projects 

involving different organisations, we need to keep track of deadlines, ensure that 

deliverables are handed in on time and that the deliverables are compliant and 

validated by all stakeholders. (Cluster Leader) 

It's very important ... are able to manage the project as a group, you don't find 

them. (Cluster Leader) 
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... first of all, it is the sense of listening. First of all, you have to know how to listen 

to the company in order to know how to identify its problems... the associative 

work... it's really... knowing how to listen ...  (Cluster manager) 

Soft skills are very important in collaborative projects because you have to 

communicate, you have to understand each other (University Professor) 

Communication skills, you have to be able to communicate, to know who to 

communicate with, you have to be able to look for the right partners, you have to 

have a minimum of communication tools ...  (Cluster manager) 

... first of all, it is the sense of listening. First of all, you have to know how to listen 

to the company in order to know how to identify its problems... the associative 

work... it's really... knowing how to listen... (Cluster manager) 

What we lack is the soft skills ... knowing ... how to guide (orientate) people ... how 

to really try to federate the members of each team ...  (Head of the Research 

Foundation) 

... I think that in the context of open innovation ... it's also everything that is a 

collaborative project ... there has to be a coordinator or a coordinating committee 

because effectively to frame the communication ... the management of the group ...  

(Head of the Research Foundation) 

Indeed, our findings are consistent with the results of Petroni et al. (2012), who 

demonstrated that open innovation reduces the role of senior scientists with only 

scientific and technical skills, and that with the adoption of open innovation, new 

professional profiles appear, such as "integration experts" or "T-men", i.e. people with 

scientific expertise and at the same time a strong capacity for integration and 

coordination, able of managing complex organisational structures : 

We need moderators, facilitators, people who can resolve conflicts easily, give 

importance to both visions and are capable of finding compromises because often 

we will be confronted with conflicts, with concerns about understanding 

...  (Cluster Leader) 

When there is a conflict or misunderstanding, it is the leaders and the coordinator 

who resolve the problem. Every Workpackage... there are the Leaders. So, if there 

is ever a problem, it's the leader who will resolve it. If the leader 

can't...or...involved in the problem, it's the project coordinator who manages... 

(Research Foundation Manager) 

 ... we need people ... who are able to adapt easily to both cultures, who can 

communicate easily with both, who speak both languages. (Cluster Leader) 
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Thus, the findings of our study confirm that in order to fully exploit new 

opportunities once they have been identified, the organisation should be able to adapt its 

competencies. And this is the third dynamic capability to be developed. 

1.2.4 Capacity to transform its organisational culture 

Finally, transformating capabilities are about the ability of an organisation to 

reconfigure itself to adapt to highly dynamic environments. And the first factor that 

should be reconfigured is organisational culture. The definition of organisational culture 

mostly accepted by the scientific community is as follows: « a set of values, beliefs, 

assumptions and symbols that is shared by all members and that directs their decisions 

and organizational behaviors» (Schein, 1985). Indeed, organisational culture can promote 

or delay the open innovation process it depends on whether an organisation's culture is 

favorable or unfavorable to such a process (Naqshbandi et al., 2015). In open innovation 

literature, organisational culture is often flagged as a key inhibiting force and one of the 

greatest challenges when companies are moving toward open innovation principles (Van 

de Vrande et al., 2009; Lichtenthaler, 2011; Cui et al., 2018). 

According to the theory of dynamic capabilities, culture cannot be acquired, rather 

it must be constructed.  Thus, to successfully transition from closed to open innovation, 

companies need dynamic capabilities to adapt their intangible resource « organisational 

culture » to their innovation strategy (Teece et al., 1997). 

Figure no. 7. Theoretical links between organisational culture, open innovation 

and dynamic capabilities 

  
Source: Developed by us (based on a literature review)  
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The analysis of our data demonstrates that the place of culture is crucial in the 

context of inter-organisational projects, which involve different partners: 

It is the cultural shocks, and cultural clashes that make sometimes the 

advancement of the project hindered by cultural biases. (High-level manager at 

the Engineering Research Lab) 

We contrast with intra-company projects where we need to have a minimum of 

communication because people share already a common culture ... When we 

bring together people from different cultures ... (Head of the Cluster) 

Culture is the first factor of success... When we talk about « mindset » ... to be in 

the same problem ... to really make a good collaborative project succeed, all the 

actors must have the same culture of sharing, the same sense of challenge, the 

same sense of success, and especially the concern of information... (Cluster 

manager) 

The cultural obstacles we have detected through the analysis of our interviewees' 

speech fall under the two sub-dimensions of organisational culture. The first sub-

dimension, which is innovation culture, consists of a lack of ambidexterity, fear of 

change, lack of patience, no encouragement of the initiative, fear of failure, a culture of 

ease « turnkey », mimetic behaviors (based on the analysis of our results). For the second 

sub-dimension, which is open innovation culture, our analysis revealed resistance to 

collaboration and sharing knowledge, a culture of self-interest and opportunism. 

In this sense, our findings reveal that open innovation is a relatively new concept in 

the Moroccan context, it is always a question of successfully transitioning from the closed 

approach of innovation to the open innovation paradigm. Therefore, there is a need to 

transform the organisational culture to develop strong innovation culture, to move from 

the « turnkey » culture of ease and imitation towards the innovation culture based on risk-

taking and controlled fear of failure, to develop a sense of ambidexterity, of patience, 

encouraging talent and the reason for the initiative, but most of all to promote open 

innovation culture based on collaboration and knowledge sharing. 

Thus, the fourth dynamic capability that should be developed to overcome the 

human difficulties of open innovation projects is the capacity to transform its 

organisational culture. The ideas presented here above are summarised in the relational 

scheme (see Figure 8), which links the four theoretical concepts we identified with the 

three high-level dynamic capabilities.  
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Figure no. 8. Relational scheme of high-level dynamic capabilities 

 
Source: Developed by authors (based on literature review and empirical findings) 

Conclusion 

This paper focus on the human dimension of open innovation from dynamic 

capabilities view. Based on a semi-structured guide, 22 interviews were conducted with 

four categories of open innovation project actors (company managers, university 

professors, research foundation executives and cluster managers) within three Moroccan 

clusters: CE3M (Electronics, Microelectronics and Mechatronics Cluster of Morocco), 

Solar Cluster and C2TM (Moroccan Technical Textiles Cluster).  

The findings of our study reveal that the main human difficulties of open 

innovation projects within Moroccan regional clusters are lack of motivation, lack of a 

single vision and understanding between partners, cultural barriers, lack of trust, 

competences problems, lack of absorptive capacity, project management problems and 

communication issues. To overcome these difficulties, and to adapt to the new 

environment induced by the shift from a closed to open innovation paradigm, four 

dynamic capabilities should be developed by the organisation, namely team sensemaking 

capability, absorptive capacity, capacity to renew its competences and capacity to 

transform its organisational culture. 

As managerial implications, the results of our research could be useful for 

managers of organisations participating in open innovation projects within regional 

clusters in the development and implementation of human resource management 

practices. 
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As each research study has its limitations, ours is no exception. First, the 

theoretical concepts studied are not static but evolve. Thus, it could be more interesting to 

conduct longitudinal research. Also, our analysis was based only on the speech of people 

during the interviews. An immersion on the site to carry out a deep observation of the 

actors has not been realised. 

Future research perspectives are directly derived from the above-mentioned 

limitations. Furthermore, the results of our study, which were obtained by mobilising the 

qualitative approach and the abductive one, could in the future be the subject of a 

quantitative study through the testing of the various hypotheses to find out whether our 

results are confirmed or refuted on a representative sample of actors. Additionally, it 

would be worth conducting another research to see which HRM practices are best adapted 

to meet the human challenges identified in our research. Finally, it would be interesting to 

explore inter-organisational HRM practices, aligned at the level of all the partners in the 

collaborative innovation project.  
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