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Abstract

This paper refers to High performance HR inside organizations oriented to Open Innovation. The need for this work dates
back to phenomena shifts of our more and more related market towards Open Innovation (OI). The Systems which are
discussed in this study are enterprises of today which are oriented to OI, focusing on the human side of it, particularly on
Human Resources Management (HRM) in order to thrive competitiveness. It deals with an overview upon the emergence
of the phenomenon of Open Innovation remarking its effects on the “changing landscape of knowledge”.

Nowadays enterprises find themselves inside the process of globalization which turns organizations of mere production
into organizations of global production, where it is very difficult to crowd out a competition which is against local
specializations and ramming of productive activities in places capable of offering specific competitive advantages.
Therefore, the system of Closed Innovation is not reliable anymore: the change to Open Innovation is needed to thrive
positively within the global market.

Methodological approach we used refers to Service Science: a strategic area of scientific study of Service Systems at IBM
Research. Service science aims to define and improve interactions of multiple entities which work together to achieve
win-win outcomes or mutual benefits. More precisely, “a service is value co-creation in the sense of a change or a set of
changes which people prefer and realize as a result of their communication, planning, or other purposeful and
knowledge-intensive interactions”. Services are implemented by OI processes, determining change in the strategy of the
company.

In this contextualized scenario, “management of Human Resources inside Ol organizations” is discussed. Pointing out that
employee, their knowledge, skill sets, and attitudes towards collaboration determine the effectiveness of OI strategies

and practices the HR department can play a crucial role in bringing about the necessary change in attitudes. More
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specifically, by developing HR practices in terms of both internal and external talent management according to the

emergent T-Shaped Profile of Professionals.

Keywords: Open Innovation; Human Resources Management; T-Shaped Professionals; Service Science Management

Engineering+Design

Abbreviations: HRM: Human Resources Management;
Ol: Open Innovation; VSA: Viable System Approach;
SSMED: Service Science, Management, Engineering, and
Design

Introduction

This paper refers to High performance HR inside
organizations oriented to Open Innovation. The need for
this work dates back to phenomena shifts of our more and
more related market towards Open Innovation (OI). Like
many changes, this shift reason was caused by a domino
effect over the years until now. Market is dynamic and
systems to survive have to find a way to adapt to it. The
systems which are discussed in this study are enterprises
of today which are oriented to O], focusing on the human
side of it, particularly on Human Resources Management
(HRM) in order to thrive competitiveness. It deals with an
overview upon the emergence of the phenomenon of
Open Innovation. Henry Chesbrough has introduced this
term for the first time in his book “The era of Open
Innovation” (2003), remarking its effects and the
“changing landscape of knowledge” [1-4].

Nowadays enterprises find themselves inside the
process of globalization which turns organizations of
mere production into organizations of global production,
where it is very difficult to crowd out a competition which
is against local specializations and ramming of productive
activities in places capable of offering specific competitive
advantages. Therefore, the system of Closed Innovation is
not reliable anymore. In the traditional closed innovation
model, the Research and Development process depends
completely on internal laboratories and resources, while
new ideas and technologies are investigated and
presented by internal resources.

Closed Innovation relied on the creation of value based
on the logics of the ‘first move’. However concepts such as
collaboration, networks, empathy and knowledge had not
been introduced yet. Each enterprise believed that in
order to develop an idea, it had to rely only on its
Research and Development department or, more in
general, on internal exchange of resources, stressing its
boarders to be reinforced from the inside without any (or
minimum) transfers with the outside. An organization
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was considered strong when it had full control,
hierarchical development, influence strategy and
valorization of its internal human capital. Hence, the
change to Open Innovation was needed to thrive
positively within the global market [5].

Methodological approach we used refers to Service
Science a strategic area of scientific study of Service
Systems at IBM Research. In a traditional point of view,
services include transportation, consulting, outsourcing,
retail, healthcare, entertainment, hospitality, and so on,
making part for more than 80% of economic activity in
the US and other industrialized countries [6]. Service
science is short for Service Science, Management,
Engineering, and Design, also known as SSMED [7]. It
began as a ‘call to action, focusing academics, businesses,
and governments on the need for research and education
in areas related to service [8].

Service science aims to define and improve interactions
of multiple entities which work together to achieve win-
win outcomes or mutual benefits. More precisely, “a
service is value co-creation in the sense of a change or a
set of changes which people prefer and realize as a result
of their communication, planning, or other purposeful and
knowledge-intensive interactions” [9].

Services are implemented by Ol processes, determining
change in the strategy of the company. As Porter says in
his book “Competitive Strategy”, “Competitive strategy is
the search for a favorable competitive position in an
industry, the fundamental arena in which competition
occurs [10,11]. Competitive strategy aims to establish a
profitable and sustainable position against the forces that

determine industry competition.

In this contextualized scenario, “management of
Human Resources inside Ol organizations” is discussed.
Pointing out that employee, their knowledge, skill sets,
and attitudes towards collaboration determine the
effectiveness of OI strategies and practices the HR
department can play a crucial role in bringing about the
necessary change in attitudes. More specifically, by
developing HR practices in terms of both internal and
external talent management the HR department can
contribute to an organizational culture where OI can
thrive and all employees are rewarded for searching both
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internally and beyond their departmental/organizational
boundaries for new knowledge.

HR Role Nowadays in the Light of
Different Paradigmatic Changes

The competitive forces that managers face today and
will continue to confront in the future demand
organizational excellence. The efforts to achieve such
excellence through a focus on learning, quality, teamwork,
and reengineering are driven by the way organizations get
things done and how they treat their people. Those are
fundamental HR issues. To state it plainly: achieving
organizational excellence must be the work of HR.

What is necessary, hence, it is to create an entirely new
role and agenda for the field that focuses it not on
traditional HR activities, such as staffing and
compensation, but on outcomes. HR should not be defined
by what it does but by what it delivers-results that enrich
the organization’s value to customers, investors, and
employees [12].

Regardless of their industry, size, or location,
companies today face critical business challenges.
Collectively, these challenges require organizations to
build new capabilities. Who is currently responsible for
developing those capabilities? Everyone and no one. That
vacuum is HR’s opportunity to play a leadership role in
enabling organizations to meet the following competitive
challenges:
¢ Globalization: With the rapid expansion of global
markets, managers are struggling to balance the
paradoxical demand to think globally and act locally. That
imperative requires them to move people, ideas, products,
and information around the world to meet local needs.
They must add new and important ingredients to the mix
when making strategy: volatile political situations,
contentious global trade issues, fluctuating exchange
rates, and unfamiliar cultures. They must be more literate
in the ways of international customers, commerce, and
competition than ever before. In short, globalization
requires that organizations increase their ability to learn
and collaborate and to manage diversity, complexity, and
ambiguity.
¢ Profitability through Growth: During the past decade,
most Western companies have been clearing debris, using
downsizing, reengineering, de-layering, and consolidation
to increase efficiency and cut costs. The gains of such yard
work, however, have largely been realized, and executives
will now have to pay attention to the other part of the
profitability equation: revenue growth. The drive for
revenue growth, needless to say, puts unique demands on
an organization. Companies seeking to acquire new
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customers and develop new products must be creative
and innovative, and must encourage the free flow of
information and shared learning among employees. They
must also become more market focused—more in touch
with the fast changing and disparate needs of their
customers. And companies seeking growth through
mergers, acquisitions, or joint ventures require other
capabilities, such as the finely honed skills needed to
integrate different organizations’ work processes and
cultures [13].

e Technology: Technology has made our world smaller
and faster. Ideas and massive amounts of information are
in constant movement. The challenge for managers is to
make sense and good use of what technology offers. Not
all technology adds value. But technology can and will
affect how and where work gets done. In the coming
years, managers will need to figure out how to make
technology a viable, productive part of the work setting.
They will need to stay ahead of the information curve and
learn to leverage information for business results.
Otherwise, they risk being swallowed by a tidal wave of
data-not ideas.

o Intellectual Capital: Knowledge has become a direct
competitive advantage for companies selling ideas and
relationships (think of professional service, software, and
technology-driven  companies) and an indirect
competitive advantage for all companies attempting to
differentiate themselves by how they serve customers.
From now on, successful companies will be the ones that
are the most adept at attracting, developing, and retaining
individuals who can drive a global organization that is
responsive to both its customers and the burgeoning
opportunities of technology. Thus the challenge for
organizations is making sure they have the capability to
find, assimilate, develop, compensate, and retain such
talented individuals.

e Change: Perhaps the greatest competitive challenge
companies’ face is adjusting to-indeed, embracing-
nonstop change. They must be able to learn rapidly and
continuously, innovate ceaselessly, and take on new
strategic imperatives faster and more comfortably.
Constant change means organizations must create a
healthy discomfort with the status quo, an ability to detect
emerging trends quicker than the competition, an ability
to make rapid decisions, and the ability to seek new ways
of doing business. To thrive, in other words, companies
will need to be in a never-ending state of transformation,
perpetually creating fundamental, enduring change.

In this scenario, the role for HR as a strategic asset is to
identify methods for renovating the parts of the
organizational architecture that need it. In other words,
HR managers should be assigned to take the lead in
proposing, creating, and debating best practices in culture
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change programs, for example, or in appraisal and reward
systems. Similarly, if strategy implementation requires,
say, a team-based organizational structure, HR would be
responsible for bringing state-of-the-art approaches for
creating this structure to senior management’s attention.

Furthermore, HR must take stock of its own work and
set clear priorities. At any given moment, the HR staff
might have a dozen initiatives in its sights, such as pay-
for-performance, global team-work, and action-learning
development experiences. But to be truly tied to business
outcomes, HR needs to join forces with operating
managers to systematically assess the impact and
importance of each one of these initiatives.

Because becoming a strategic asset means an entirely
new role for HR, it may have to acquire new skills and
capabilities. Its staff may need more education in order to
perform the kind of in-depth analysis an organizational
audit involves, for example. Ultimately, such new
knowledge will allow HR to add value to the executive
team with confidence. In time, the concept of HR as a
strategic partner will make business sense.

Within the HR function are dozens of processes that
can be done better, faster, and cheaper. Finding and fixing
those processes is part of the work of the new HR. Some
companies have already embraced these tasks, and the
results are impressive. One company has created a fully
automated and flexible benefits program that employees
can manage without paperwork; another has used
technology to screen résumés and reduce the cycle time
for hiring new candidates; and a third has created an
electronic bulletin board that allows employees to
communicate with senior executives. In all three cases, the
quality of HR work improved and costs were lowered,
generally by removing steps or leveraging technology.

Work today is more demanding than ever-employees
are continually being asked to do more with less. And as
companies withdraw the old employment contract, which
was based on security and predictable promotions, and
replace it with faint promises of trust, employees respond
in kind. Their relationship with the organization becomes
transactional. They give their time but not much more.

What are SKkill Sets and why it is needed in

Order to Innovate Openly?

According to this factor, we consider the question:
“What are Skill Sets and why it is needed in order to

innovate openly?”

Skills Set allows an organization to know its own
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resources, to identify development areas, to plan training
interventions and to monitor constantly degree of
satisfaction and growth within the organization itself. It is
very important to unify the individual perspective, in
which individuals’ success condition becomes central,
with the strategic perspective in which the success of the
enterprise is defined, so as to put in relation business,
people and results. Defined and measured competences
are, hence, characterized by the kind of business, by the
relationship between the company and market context, by
values and strategies.

Skills Set is the process through which a company
relieves, manages and develops its portfolio of skills. It
represents a reliable compass, based on objective
evaluations of someone’s skills. Skills Set is a system that
ensures people-oriented management, both in terms of
retribution and carrier development, by contributing to
withhold the best resources as well as to allow the
planning of insert actions, formation and paths for
improvement. Given a skills set, it can be useful to start
from the principle of Le Boterf [14] which is being
competent and adequate in a certain role within an
organization is knowing how to use necessary resources
(i.e. skills: know, know-how, learn, act, will to act), and not
only to have them.

It is possible, in fact, to have all these
necessary/adequate competencies/knowledge for an
excellent performance in a role, but if they cannot be
activated or just partly used, it will not be possible to
reach the goals set. Vice versa, a person could lack in
experience and knowledge but still gain good results by
activating orientation to learning skills or decision-
making skills [15]. Skills are the core contents of the
system, knowledge and technical/professional
optimal/ideal capabilities a person should have and know
how to use in order to assume correct behaviors that
allow everyone to perform the duties and specific
responsibilities requested for the position within the
organization [16].

It is about a person’s Adequacy to the Role and not
ability in the performance, of what is necessary, what
someone should know (knowledge), know-how
(skills/abilities) and knowing how-to-live
(behaviors/attitudes) in order to perform with personal
and business success the role assigned - as known as KSA
Knowledge, Skills e Abilities.

Many authors have pointed out that OI is essentially a
people-driven business and that it is therefore crucial to
learn how HR practices can drive Open Innovation
success. It may in fact be easier to adapt organizational
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processes than it is to change the attitudes of employees
towards collaborating with external partners.

HR practices related to both internal and external
talent management are instrumental in changing the
attitudes and behaviors of employees towards Open
Innovation that in turn have a significant influence on its
effectiveness. Furthermore, these important HR strategies
shape the organizational culture and climate that also
affect the willingness of employees to engage in
collaborative behavior.

It is mentioned several times in the literature that HR
departments need to cultivate the right skills in
employees (through selection and training) in order to
stimulate their positive attitudes towards collaboration.
Some of these Open-Innovation skills are related to
entrepreneurship, internal and external networking,
change management, learning, uncertainty tolerance, and
so on. These soft skills may be more important
determinants of OI success than hard skills.

Performance evaluation systems should address these
soft Ol skills if employees are to develop the necessary
behaviors for Open Innovation. It may, for instance, not
only be important to evaluate Ol professionals on how
effectively they can manage an Ol project through the
stage-gate processes but also on their abilities to
successfully manage their relations with important
external knowledge sources such as universities/SMEs or
their willingness to learn from failed OI projects [17].

Another important HR practice related to internal
talent management that may stimulate the development
of OI skills in employees is referred to as “strategic talent
exchange”. Besides swapping employees with other
companies HR departments may also encourage the
exchange of personnel between internal organizational
departments where it is particularly important for OI
professionals to be familiarized, for example, with the
R&D department.

A final important notion related to internal talent
management that can be found in the existing literature is
that the dynamism inherent to OI skills should not be
taken for granted. Different OI skills (present in different
employees) may need to be employed in different phases
of the OI process. It is thus crucial for HR departments to
manage a pool of Ol skills and to make these
competencies accessible at the right time.

On the other hand, not much has been written on
external talent management as only few organizations
(most notably large consulting firms) have developed
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external talent management practices. These HR practices
are mostly related to cultivating strong relations with
external OI professionals so that they can be employed
when particular OI skills or knowledge elements cannot
be found internally.

The literature points out that employees, their skill
sets, and attitudes towards collaboration determine the
effectiveness of Ol strategies and practices. Even though
these soft organizational aspects are quite hard to alter,
the HR department can play a crucial role in bringing
about the necessary change in attitudes. More specifically,
by developing HR practices in terms of both internal and
external talent management the HR department can
contribute to an organizational culture where OI can
thrive and all employees are rewarded for searching both
internally and beyond their departmental/organizational
boundaries for new knowledge [17].

The Character
Professional

of the T-Shaped OI

An important part of the discussion revolves around
the question of whether it is actually possible to identify a
specific set of skills that each OI professional should have
in order for them to be successful at their OI activities. In
relation to this question, taking into consideration the
environmental change towards Open Innovation and the
character of the T-Shaped person, it is possible to discern
a number of skills that are generally helpful with respect
to OI there has to be a match between the person and the
environment in order for the combination to generate
favorable results.

So as to use these Service Science concepts in a new
paradigm shift in order to innovate through knowledge
creation and transferr we can make these
acknowledgments converge into the study of a new skilled
profile of professionals in a new efficient way of working.

The “shape” of a professional is a term used in order to
understand whether a professional is a deep specialist in
one area (“I-shaped”), deep specialist in two areas (“H-
shaped”), deep in just one area, but with good knowledge
and communication skills across many other areas (“T-
shaped”), or not deep, but with good breadth, a generalist
(“Dash-shaped”).

“H-shaped are also sometimes referred to as Hybrid
professionals. Many applied computer scientists are H-
shaped, deep in computer science as well as some
application domain such as meteorology, physics, or
another area in which they build simulations or application
software to perform research. If a person is deep in two
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areas, and also has good breadth for complex
communication across disciplines, they are referred to as Pi-
shaped. A professional journalist is typically T-shaped, deep
in communication theory as well as a versatile
communicator in many topic areas. Professional science
master students tend to be T-shaped with depth in one area
of science, as well as with broad communications skills
across many business functions” [18].

Clearly, an even more intricate shape language could be
created when one factor in distinction such as rigorous
theoretical knowledge (“book learning”) and practical
professional experience (“real-world relevance”). For our
purposes, most of the points we are concerned with can
be discussed in the context of the basic shapes above:

o I-Shaped people [19]: I-shaped people have a very
narrow, but expert domain skills in one specific area
(depth).

e H-Shaped people [18]: H-Shaped people are deep
specialist in two areas (depth).

o T-Shaped people [20]: T-shaped professionals have
problem-solving (depth) and complex-communication
(breadth) skills.

¢ Pi-Shaped people [21]: Pi-Shaped (IT) people have an
understanding of how to use data and analytics tools
(depth), but is also able to tap into a broader range of
skills both in art and science, “with capabilities in both
‘left brains’ and ‘right brain’ disciplines” (breadth).

o M-Shaped people [22]: M-shaped people have multiple
specialties. From the point of view of flexibility, a person
with more than one specialty can be applied more flexibly
than someone with single specialty. Each additional
specialty shifts our mental picture from a letter to a comb.
¢ Dash-Shaped people [23]: A Dash-Shaped person has a
wide (breadth) yet shallow base of knowledge, and no
discernible specialties. This person is typically known as a
generalist.

Naturally, T-shaped professional is the profile much
more coherent with OI context; in fact, T-Shaped
professional may be very good at collaboration, and good
innovators, solving new problems in their area of depth as
well.

Widely recognized SSME programs would help ensure
the availability of a large population of T-shaped
professionals (from many home disciplines) with the
ability to collaborate to create service innovations. SSME
qualifications would indicate that these graduates could
communicate with scientists, engineers, managers,
designers, and many others involved in service systems
[24-25]. Graduates with SSME qualifications would be
well prepared to ‘hit the ground running’, able to become
immediately  productive @ and make  significant
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contributions when joining a service innovation project
[26].

The need for T-shaped skills surfaces anywhere
problem solving is required across different deep
functional knowledge bases or at the juncture of such
deep knowledge with an application area. People
possessing these skills are able to shape their knowledge
to fit the problem at hand rather than insist that their
problems appear in a particular, recognizable form. Given
their wide experience in applying functional knowledge,
they are capable of convergent, synergistic thinking.

T-shaped skills (Figure 1, [27]) are both deep (the
vertical part of the “T”) and broad (the horizontal part of
the “T”); that is, their possessors can explore particular
knowledge domains and their various applications in
particular products. For example, people with T-shaped
skills not only have a deep knowledge of a discipline (like
ceramic materials engineering), but also know how their
discipline interacts with other disciplines (such as
polymer processing).
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Figure 1: T-shaped skills.

The horizontal stroke of the “T” is the disposition for
collaboration across disciplines. People with T-shaped
skills are extremely valuable for creating knowledge
because they can integrate diverse knowledge assets. A T-
shaped professional is a service scientist, with deep,
expert, contributory expertise in at least one area, and
broad, complex communications, and articulatory
expertise across them all. They have the ability both to
combine theoretical and practical knowledge and to see
how their branch of knowledge interacts with other
branches. Therefore, they can expand their competence
across several functional branch areas, and thus create
new knowledge.
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T-shaped people have both depth and breadth in their
skills [27]. People with T-shaped skills are extremely
valuable for creating knowledge because they can
integrate diverse knowledge assets. A T-shaped
professional is a service scientist, with deep, expert,
contributory expertise in at least one area, and broad,
complex communications, and articulatory expertise
across them all. They have the ability both to combine
theoretical and practical knowledge and to see how their
branch of knowledge interacts with other branches.
Therefore, they can expand their competence across
several functional branch areas, and thus create new
knowledge.

One skill that is generally associated with OI success is
the extent to which individuals are able to adapt to
changing circumstances, i.e. their flexibility or learning
potential. Research seems to suggest that flexibility tends
to increase with experience: the T-Shaped Professionals
indeed: “It may be that the lifelong experience of people
who speak more than one language, which constantly
requires shifting among tongues, explains the advantage of
bilinguals in their cognitive flexibility” [28].

In general, however, it is difficult to identify the “ideal
skill set” in relation to T-shaped OI professionals. It seems
in fact that different skills are necessary in different
phases of the Open Innovation process. Skills that are very
beneficial in the early stages of innovation may be quite
different from the capabilities needed in the
commercialization phase. It may be unrealistic to think
that all of these different skills can be found in a single
individual.

Different individuals (and team compositions) may
thus need to be deployed in different phases. This is one
of the reasons why many large organizations have
managers in charge of innovation projects who are very
capable of managing start-up phases filled with ambiguity
whereas managers with different skill sets take over once
the project enters the commercialization stage where
there is more certainty with regards to the path to follow.

Another very interesting discussion thread is related to
the question of whether Ol skills can be trained or only be
obtained through selection. Although there seems to be
general agreement that most skills can in fact be trained
not all employees may be equally ready to be trained. It is
therefore very important for HR departments to assess
whether employees are willing to be trained before
subjecting them to training sessions.

Rotating employees across organizational departments
or even across firms may be more effective at cultivating
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OI skills in them than traditional training programs. HR
department has traditionally been a supportive/enabling
function whereas for Ol it is important that different
organizational functions such as HR take on more pro-
active, strategic roles and for HR to take a lead in both
internal and external talent management.

In most large organizations, the role of the HR
department has already evolved in the last decade
towards a more strategically oriented HR function. As is
the case in most important organizational change
programs the positive attitude and commitment of the top
management team/HR executives heading up HR
departments towards Open Innovation are crucial in
bringing about the essential change in the role of the HR
function in a successful manner.

This can only work in other form of organizational
setting, based on decentralization, team-based
organization, elimination of vertical and horizontal
barriers, and development of collaborative systems, based
on projects. These organizations based on projects foster
the improvement of the so called co-workers’ alignment,
that is to say, the employees’ interests and actions become
aligned with organizational objectives, defined by the
management, around common projects, resulting in
increased productivity, satisfaction and group cohesion
[29].

Preliminary Conclusions

An important part of the discussion evolves around the
question of whether it is actually possible to identify a
specific set of skills that each OI professional should have
in order for them to be successful at their OI activities. In
relation to this question, taking in consideration the
environmental change towards Open Innovation and the
character of the T-Shaped person, it is possible to discern
a number of skills that are generally helpful with respect
to OI there has to be a match between the person and the
environment in order for the combination to generate
favorable results.

Another very interesting discussion point is related to
the question of whether OI skills can be trained or only be
obtained through selection. Although there seems to be
general agreement that most skills can in fact be trained
not all employees may be equally ready to be trained. It is
therefore very important for HR departments to assess
whether employees are willing to be trained before
subjecting them to training sessions.

Rotating employees across organizational departments
or even across firms may be more effective at cultivating
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OI skills in them than traditional training programs. In
most large organizations, the role of the HR department
has already evolved in the last decade towards a more
strategically oriented HR function. As is the case in most
important organizational change programs the positive
attitude and commitment of the top management
team/HR executives heading up HR departments towards
Open Innovation are crucial in bringing about the
essential change in the role of the HR function in a
successful manner.

But, finally, our question is: How HRM should act in
order to foster internal personal to being more and more
relevant to the enterprise?

First, HRM should decide sets of skills a worker needs
to have and define a KSA Competency Model of those
skills analyzing which ones need to be implemented and
how. This is so as to identify which workers are most
critical to the job and work orders, because not always the
best ones are the most suitable ones. Second, HRM
through the Relevance Matrix [30] should discern where
its workers are allocated and implement a strategy in
order to foster their transversal competencies. Then, for
example in this model it is thanks to the Apriori Algorithm
[31], HRM should build efficient team works according to
the most efficient sequence of workers, demonstrating
that workers can be selected by their “frequent items”.

Another implementation could be how these teams are
supposed to work. As it is made for workers all these
processes, this approach could be applied also to verify
how team works collaborate efficiently among them in
order to foster and accelerate transversal competencies.

Crossing through literature on Management of Human
Resources we point out that employees, their knowledge,
skill sets, and attitudes towards collaboration determine
the effectiveness of OI strategies and practices. Even
though these soft organizational aspects are quite hard to
alter, the HR department can play a crucial role in
bringing about the necessary change in attitudes. More
specifically, by developing HR practices in terms of both
internal and external talent management the HR
department can contribute to an organizational culture
where OI can thrive and all employees are rewarded for
searching both internally and beyond their
departmental/organizational = boundaries for new
knowledge [32].

A new business model is needed as well, so, there are
some changes about a new trend of how companies
should behave within this paradigm change. We underpin
an insight about the need of change of the consideration
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of dimensions of a company, what success, how to value
create, what means to carry on a good leadership and the
internal and external relationships which matter [33-36].
This new Business Model is not suitable to a hierarchical
system, since OI fosters decentralization of relationships
and influence inside the company whose network talents
stretch from technology search to crowd facilitation and
from service design to business model creation.
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