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Abstract

Global competition and rapid changes in technology demand more innovation in 
organizations. Such an increase in innovation depends on developing the capabilities 
of employees and providing them with knowledge management support that acceler‐
ates learning and discovery. Leading companies have been creating work environments 
that emphasize learning and knowledge management since the turn of the century. This 
chapter presents profiles of practices in five such companies and draws conclusions that 
result in a model that ties human resource development (HRD) practices to knowledge 
management practices as a guide for other organizations.
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1. Introduction

Innovation is a key driver of economic growth. New and improved products, processes, 
and services account for the bulk of trade and industry advancement since the Industrial 
Revolution. Technology innovations receive a lot of the credit for economic growth. However, 
modifications in organizational design, infrastructure, policy, and other factors in the orga‐
nizational ecosystems also deserve significant credit. All these changes depend on genera‐
tion of new knowledge and its application. In recognition of the central role of knowledge 
in organization performance, the field of knowledge management (KM) emerged as a focus 
on improved understanding of the processes and their links to organizational performance 
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in modern organizations [1, 2]. Simultaneously, the field of human resource development 
(HRD) emerged with a focus on improved understanding of the processes of learning and 
development (L&D) in organizations and their links to performance [3]. KM and HRD seem 
to intertwine naturally in their approaches to organizational effectiveness.

HRD processes change the competencies of employees at all levels in an organization and thereby 
play major roles in driving innovation and economic growth. People competencies and the way 
those competencies are leveraged across the organization due to changes in organizational 
design occur largely because of innovations in the HR, human resource management (HRM), 
and human resource development (HRD) departments—the people development functions in 
the organization. In that trio of special functions, HRD focuses on learning and development at 
the individual, team, and organizational levels. Innovation inside an organization occurs when 
employees have the knowledge, skills, and attitudes for learning, taking thoughtful risks, shar‐
ing knowledge, and thinking creatively, and the organization’s systems provide needed support 
[4]. Ishak et al. [5] suggest KM is essential for developing the human resource. We further sug‐
gest HRD is essential for growing the knowledge that flows through the KM system.

1.1. Applicable literature

Although many definitions of innovation have been published, we will select the follow‐
ing: innovation is executing new ideas to create value [6]. Crossan and Apaydin [7] refer 
to innovation as both a process and an outcome. Using a complex adaptive systems frame‐
work, Harkema [8] linked learning and knowledge generation when he defined innovation 
as a knowledge process for generating new knowledge, so it drives incremental or radical 
change.

This chapter focuses on KM and HRD practices that enable innovation within some of the 
world’s most innovative companies. Examples from these innovative organizations will facili‐
tate an understanding of the way enablers and critical success factors of innovation, KM, and 
learning are implemented for competitive advantage.

A learning organization consists of formal and informal systems that facilitate learning by 
its members and rapid change in adapting to the environment—a culture where learning 
drives proactive change. Knowledge sharing benefits from developments in any part of the 
learning organization that improves the flow of knowledge. For example, HRD work in the 
organization can build up the communication‐related competencies of employees, upgrade 
organizational design to reduce silo effects, and develop employees’ ability to effectively 
utilize technology, all of which contribute to knowledge‐sharing capability within the orga‐
nization. HRD plays a pivotal role in leading innovative activities with responsive guid‐
ance [9]. HRD practitioners increase learning effectiveness from individual, group/team, and 
organizational levels. Through continuous learning and improving, HRD fosters a culture 
that favors innovation [10]. In addition, HRD offers diverse solutions to explore challenges 
by analyzing the organization from the organization development standpoint [11]. Finally, 
HRD creates reward mechanisms that motivate employees to challenge the status quo and 
embrace change.
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We view KM as “an iterative process of handling actionable knowledge that results from 
individual, group, and organizational learning to improve organizational performance” [12]. 
In this context, knowledge consists of individuals’ insights, experiences, know‐how, and val‐
ues that are justified through social interactions among participants [13] to make knowledge 
actionable and embedded in organizational repositories [14]. Consequently, KM functions so 
organizations can use their actionable knowledge effectively to improve their performance 
[12]. Generally, HRD can contribute to innovation by promoting organizational activities that 
better manage the flow of knowledge (i.e., to acquire, create, store, share, use, and assess) 
throughout an organization [15].

Formal, informal, and incidental learning drives innovation in industry [16–18]. Practitioners 
in HRD develop learning systems that include an emphasis on career development, train‐
ing and development, and organizational development. The field of HRD has been changing 
rapidly over the past two decades and finds itself in a special role in companies of all sizes 
that make its tools and processes highly valuable in the rapidly changing organizations of the 
twenty‐first century.

In this chapter, we profile five organizations where HRD provides the kind of support 
that makes learning and development central to the strategic development of knowl‐
edge‐based organizations. Based on interviews of HRD staff members in these organiza‐
tions and a study of their Websites, publications, and company reports, we present ways 
in which HRD creates conditions for enabling knowledge sharing and learning and the 
processes that enable innovation within these organizations. The five innovative organiza‐
tions discussed in this chapter include Air Liquide based in France, Krungthai Card Public 
Company Limited (KTC) in Thailand, and Rockwell Collins, FMC Technologies Inc. (FMC 
Technologies), and Praxair in the USA (Table 1). This sample of innovative organizations 
was intentionally selected to represent a diverse set of countries and industries as a way 
of illustrating ways that HRD can promote learning and change inside organizations that 
stimulates their ability to innovate.

Sustainable organizations are complex, adaptive systems [19]. The challenges that organi‐
zations and their employees face today in turbulent market conditions demand an internal 
environment of continuous learning and knowledge creation, transfer, and sharing as keys 
to adaptation and innovation and a culture that stimulates a risk‐taking mindset. The inter‐
related processes of learning and knowledge creation occur within a social and a cognitive 
system embedded in a hierarchy of complex systems. Many hurdles to effective learning and 
knowledge creation, transfer, and sharing in those systems impede the processes that pro‐
mote problem solving and utilization of process outputs. Few aspects of the work environ‐
ment effectively promote those processes. HRD professionals develop the required human 
capital and create a work environment that unleashes and leverages its human capital for con‐
tinuous innovation. The same types of HRD tools and methods may be at use in several orga‐
nizations, but their application depends on the local culture. The next section presents five 
profiles of innovative organizations using tools and methods of HRD to create more effective 
knowledge management systems (KMSs). The profiles are necessarily brief and so provide 
only a small slice of the dynamic processes of human capital development in these companies. 
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The companies were selected from the Fortune 500 list but also had to be recognized for their 
innovativeness. They represent a variety of industries and locations.

2. Case studies

Five case studies of twenty‐first century organizations are presented below to illustrate how 
they have found ways to use HRD practices to improve innovation capability in their organi‐
zations. Each case shows unique features as the search for ways to increase innovation capa‐
bility is tailored to the business context.

2.1. Praxair

Praxair, a Fortune 500 company based in the USA, was selected because of its ranking by Forbes 
Magazine on the list of the “World’s Most Innovative Companies” [20] and the Achievers 50 
Most Engaged Workplaces™ in North America for 2016 [21]. Praxair is one of the largest 
industrial gas companies in the world. The organization’s primary products are atmospheric 
and process gases for industrial customers in approximately 50 countries.

Praxair Air Liquide Rockwell 
Collins

FMC Technologies 
Inc.

Krungthai Card 
PCL.

Industry Industrial gas & 
chemicals

Industrial gas & 
chemicals

Avionics & IT 
systems

Oil & gas Consumer finance

Country USA France USA USA Thailand

Year founded 1907 1902 2001 1928 1996

Core values 1. Safety;

2. Governance;

3. Energy and 
climate 
change;

4. Eco portfolio;

5. Sustainable 
productivity;

6. People 
development

Rely on 
operational 
excellence, 
selective 
investments, 
open innovation, 
a network 
organization

Access, 
connect, 
transcend

1. Safety & 
sustainability;

2. Collaboration;

3. Innovation;

4. Valuing people;

5. Integrity;

6. Customer‐ 
centered;

7. Quality

1. Modern;

2. Dynamic;

3. Professional;

4. Simple;

5. Fun

Corporate 
cultural areas 
of focus

Diversity, 
employee, 
community, 
and stakeholder 
engagement

Innovation, 
new product 
development; 
expand and 
develop new 
markets

Accelerate 
knowledge, 
create value 
enterprise‐wide

Living corporate 
values; put 
customers and 
clients first

Mission‐based 
projects; employee 
satisfaction

Table 1. General company characteristics.
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The vision for Praxair is “to be the best performing industrial gases company in the world” 
[21]. This performance culture is driven and reinforced by six priority factors: (1) safety; (2) 
governance, ethics and compliance; (3) energy and climate change; (4) eco portfolio (envi‐
ronmental innovation and product stewardship); (5) sustainable productivity; and (6) peo‐
ple development. The sixth priority involves four key performance indicators: diversity, 
employee engagement, community engagement, and stakeholder engagement. Additionally, 
Praxair’s mission is “making our planet more productive,” as the company serves customers 
and the planet for economic and environmental improvements. Success with that mission is 
reflected in Praxair’s consistent placement on the Dow Jones Sustainability World Index for 
13 consecutive years [22].

Development of human capital inside Praxair has involved continuous investment for 
decades. To create a culture based on the core values and achieve performance goals, senior 
leadership decided to have HR play a more strategic partnership role in 1999 [23]. The man‐
date for HR was to

1. develop the next generation of Praxair leadership,

2. accelerate employee development and new talent acquisition, and

3. improve integration of business and HR activities.

These three goals for HR operationalized the vision of the firm as it entered the twenty‐first 
century.

The HR team chose eight avenues to pursue these goals:

1. Promote diversity and the core of talent management [24].

2. Create a global mindset.

3. Develop leadership at all levels of the organization—“blended executives” as profession‐
als with subject matter expertise [25].

4. Build a high level of employee engagement.

5. Align HR process with the business via rewards and recognition, goal setting, and team 
design.

6. Warehouse HR and customer information for data analytics to drive intelligent decision 
making [26].

7. Develop a more effective knowledge management system.

8. Create a more comprehensive approach to training and development.

Early success with the Praxair program was reflected by the inclusion of the company as the 
focus of one of 17 chapters in Carter et al.’s [27] book Best Practices in Leadership Development 
and Organization Change which profiled leading innovators in leadership and organization 
development. The programs for HRD have continuously evolved at Praxair as exemplified by 
the following sample of topics.
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2.1.1. Job autonomy

Based on clear communications around corporate vision, goals, and mission, Praxair gives 
enough autonomy to all business units to run their own business. Compared to other com‐
panies in the chemical industry, Praxair has fewer controllers, commanders, or instructors 
who regulate or monitor employees’ job‐related behaviors. Praxair encourages employees to 
be creative thinkers, to accept and explore different or new perspectives to solve problems, 
and to expand conceptual frameworks. The flexibility and the absence of rigid job design 
can be also exemplified with these five principles representing careers at Praxair: “explore 
your possibilities; build your skills; enjoy your challenge; make your mark; and own your 
future” [21].

2.1.2. Learning and development

Learning and development (L&D) provides formally structured and informal learning 
opportunities to facilitate employees pushing the limits of knowledge and experience. 
Praxair regards every aspect of employees’ actual job performance as a part of L&D. A spe‐
cial emphasis has placed knowledge sharing through mentoring at the center of the L&D 
process. The social support of learning emerges from mentoring relationships. Mentoring 
of women and by women leaders represents an important part of that emphasis. Praxair 
formally trains technical personnel in mentoring skills to accelerate the sharing of both tech‐
nical and soft skills knowledge. The rapid development of new hires in both hard and soft 
skills prepares them for filling the gap created by retiring senior employees through mentor‐
ing relationships. Mid‐career employees with advanced degrees may leave for other oppor‐
tunities, so Praxair uses job shadowing and cross‐training for all employees and internships, 
and job transfers for invited employees to achieve continuous development. Because of the 
risk involved in manufacturing processes, safety training and safety culture become a pri‐
mary goal of L&D. The most knowledgeable employees in each work group earn the title 
of subject matter expert (SME) or corporate fellow [28]. Furthermore, Praxair puts a great 
emphasis on leadership development, not only for current leaders but also for the next gen‐
eration of leaders. For example, Praxair uses simulations to develop leadership capability in 
technical staff with three levels of challenge—early career, mid‐career, and longer service—
where teams work together to solve problems of a fictional enterprise with ever‐changing 
circumstances [29].

2.1.3. Knowledge management

Firmly grounded in the corporate mission/vision, Praxair operates productivity programs by 
sharing the best practices. Each employee is mandated to contribute to productivity goals that 
are measured in hard dollars. A sense of urgency is created to emphasize personal accountability 
balanced with the skills for teamwork. Furthermore, the company, especially the global engi‐
neering business unit, runs communities of practice (CoP) for knowledge creation and dissemi‐
nation. Praxair launched an on‐demand video system in 2010 and an ask‐an‐expert system in 
2011 [30] to facilitate the sharing of knowledge between senior employees on the verge of retire‐
ment and less experienced employees. Viewing of the videos increased exponentially because of 
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leadership support. One key has been easy access to videos through such mechanisms as links 
embedded in E‐mails. The technology for the ask‐an‐expert system has evolved from SharePoint 
to a customized system to increase effectiveness. Requiring every community of practice to par‐
ticipate with one or more questions per month increased participation and value [31].

2.1.4. Summary

Innovation involves the ideas and efforts of organizational employees. As their knowledge, 
empowerment, and engagement grow, so does innovation capability. Praxair has made a 
number of deliberate changes over recent years to build that capability.

2.2. Air Liquide

Headquartered in Paris, France, Air Liquide was founded in 1902 by a group of French scien‐
tists and engineers seeking to develop and commercialize a new process for air liquefaction 
(thus leading to the name of the company). During this period, Paris was considered a bea‐
con of the arts, scientific research, instrument and tool manufacturing, banking, and venture 
capitalism and “an incubator for technological innovation and for the formation of high‐tech 
start‐up companies, not unlike what Boston/Cambridge and Silicon Valley would become 
in the United States in the late twentieth century” [32]. Smith refers to primary founder of 
Air Liquide, Georges Claude, as “Frances’s leading industrial scientist of the last 100 years” 
(p. 51). Claude’s inventions, creativity, and persistence were key drivers of innovation and 
success throughout the organization’s early years.

Since its founding in the early 1900s, the organization has grown to be one of the world’s 
top two industrial gas suppliers, providing oxygen, helium, nitrogen, carbon dioxide, and 
argon to business customers in the automotive, chemicals, food and beverage, semiconductor, 
and healthcare industries. Today, Air Liquide employs approximately 51,500 people across 
80 countries and generated over $18 billion in sales revenue in 2015 [33] (these figures do not 
include the May 2016 acquisition of Airgas).

2.2.1. The importance of innovation at Air Liquide

Innovation has been a key part of the corporate identity since the organization’s founding. An 
excellent history of Air Liquide’s early years of innovation can be found in Smith’s [32] article 
“Product Innovation and the Growth of the Large Firm: The Case of Air Liquide, 1902–1930.” 
New product development and innovation are important parts of Air Liquide’s strategy as 
the organization endeavors to continuously improve its production technology, expand exist‐
ing markets, and develop new markets.

2.2.2. Role of HRD and KM in facilitating innovation

Air Liquide leverages employee development programs, such as technical career pathing, 
mentoring, and high potential programs, along with more traditional KM approaches such as 
communities of practice, to facilitate knowledge sharing, transfer technical knowledge, and 
foster a culture of innovation throughout the organization.
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From a developmental standpoint, human resources has established a Technical Career 
Leaders (TCL) dual career ladder, created in 2003, that serves to identify, develop, recognize, 
reward, and retain key technical expertise within the organization as well as facilitate the 
transfer of their knowledge. The TCL program includes six levels: two local levels and four 
international levels. The program offers structured, yet flexible, career tracks where technical 
talent has the option to develop and progress in their careers within either the technical or the 
managerial path, and the flexibility to move between career tracks during their careers. Each 
track includes mentoring, training, networking, and other developmental opportunities for 
participating employees.

TCL is a worldwide program covering all Air Liquide business lines. As of June 2016, there 
were approximately 2500 experts representing 67 nationalities participating in the TCL. 
Technical areas encompassed in the TCL program include electronics, engineering and tech‐
nology, healthcare, industrial merchant (cylinder, bulk, and onsite; and applications and 
services), large industries, and research and development, and each of these areas has its 
own domain of expertise. Employees are selected to participate in the TCL program based 
on criteria such as their participation in knowledge transfer activities, their leadership and 
influence abilities, and their capacity to communicate and deliver on their technical vision 
and innovative ideas.

Within the Large Industries Business Line in North America, Air Liquide also engages 
select early‐ to mid‐career high potential technical talent in a LEAP (learning, experienc‐
ing, and progressing) developmental program in order to accelerate time to competency of 
these employees and retain and engage this key employee population. An analysis of this 
technical population revealed that there was insufficient pipeline to fill anticipated gaps 
in technical roles due to attrition of technical experts. Therefore, the LEAP program was 
instituted in 2013 in order to provide early‐ to mid‐career high potential technical talent 
with the practical, technical training and experiences that they need to quickly advance in 
their careers at the organization. The LEAP program began with 24 employees; today there 
are approximately 75 employees participating (45 protégés, and the reminder coaches, 
trainers, and managers). Each protégé is assigned a coach (some coaches have more than 
one protégé). The program consists of 10, three‐day classes, supplemented with com‐
puter‐based training, to cover technical content as well as soft skills training. Protégés are 
assigned a set of technical objectives at various points throughout the program to complete 
over the next 12 months, under the guidance of their coach. The program offers participat‐
ing employees a variety of experiences and learning opportunities in an accelerated fash‐
ion in order to speed their developmental process, and help transfer technical knowledge 
from the coaches to their assigned protégés.

From a knowledge management perspective, Air Liquide has established technical commu‐
nities of practice (CoPs) at a worldwide level, the business line level, as well as at the more 
regional hub level. For example, as of June 2016, the company has 7 worldwide technical 
CoPs established and 10 technical CoPs within the large industries business line in Europe. 
Hubs for the Americas, Asia Pacific, and Middle East Africa are in the process of establish‐
ing their own CoPs. The intent of the technical worldwide CoPs is to set standards, estab‐
lish technical vision, and identify technical best practices. The hub CoPs, in turn, focus on 
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implementing the best practices identified in the worldwide CoPs and people development. 
All communities facilitate knowledge sharing and transfer within the organization. Within 
the Americas zone, both formal and informal communities leverage Google Plus Sites as the 
enterprise platform to facilitate and enable virtual collaboration, content sharing, and Q&A 
amongst site members.

2.2.3. Summary

Programs such as TCL and LEAP facilitate innovation on an individual level by present‐
ing employees with multiple and diverse opportunities for learning and growth and on a 
collective level by enabling employees to learn from one another and build on the ideas of 
others. Similarly, CoPs at Air Liquide provide forums for networking, knowledge sharing, 
and employee development, ultimately fostering individual and organizational learning and 
innovation.

2.3. Rockwell Collins

Rockwell Collins, Inc., headquartered in Cedar Rapids, Iowa, provides avionics and infor‐
mation technology systems and services to governmental agencies and aircraft manufactur‐
ers. The organization went public in 2001 as a spin‐off from Rockwell Automation and has 
been experiencing tremendous growth over the past decade. Rockwell Collins runs opera‐
tions in 60 locations with nearly 20,000 employees around the globe (Rockwell Collins, 2014). 
Its aircraft electronics are installed in the cockpits of nearly every airline in the world, and 
its airborne and ground‐based communication systems transmit nearly 70% of all U.S. and 
allied military airborne communication. The organization also provides flight simulation 
and training, MRO (maintenance, repair, operations) services, navigation, and surveillance 
systems [31].

2.3.1. Innovation culture and knowledge management

Since 2001, Rockwell Collins has undergone a period of rapid growth. The unprecedented 
growth was a primary driver of its KM system. With the rapid expansion of the organization, 
the necessity to connect new employees with existing knowledge and expertise worldwide 
became increasingly urgent [31].

The history of Rockwell Collins’ KM system can actually be traced back to 1999. In order to ful‐
fill the mission of “access, connect, and transcend,” corporate leaders developed a KM system 
to “accelerate knowledge, and create value” enterprise‐wide [34]. Over the past 10 years, each 
department of Rockwell Collins has been closely connected by the KM system. Currently, many 
KM approaches and tools, such as communities of practice (organized groups for employees 
to share and learn), Epedia (companywide Wikipedia), Lessons Learned (a reflection tool in 
Epedia), and Enterprise Tools Integrated Forum (questions and answers forum) are used daily 
[35–37]. Rockwell Collins has promoted a learning culture by combining its formal training 
and development processes with these industry leading KM programs [34, 38]. The five to ten 
awards won by Rockwell Collins each year, include Blue Ribbon winner for Innovation by 
Military Training Technology magazine in 2014 [39].
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2.3.2. HRD’s role in innovation

There are several strategies that HRD leverages to support innovation at Rockwell Collins. 
For example, a virtual university (Rockwell Collins University) functions as the catalyst for 
innovation. The University employs highly developed e‐learning systems to offer courses 
efficiently. Technology enables employees to access learning anytime and anywhere. Within 
the learning culture at Rockwell Collins University, e‐learning is a richer source for learning 
beyond videotapes or online tools only. Employees seek answers actively instead of being 
offered solutions. For example, learning and development specialists regularly assess the 
need to retain the core knowledge that senior employees may take away when they retire. 
Learning and development specialists worked with the Performance Engineering Group 
(PEG) to invent “QuickLearns,” computer‐based tutorials featuring subject‐matter experts 
performing key tasks [40].

At Rockwell Collins, a learning culture that emphasizes sharing has been formed with HRD’s 
assistance. For example, HRD specialists facilitate ad hoc meetings with engineering‐group 
leaders who have suggestions and feedback regarding training programs at Rockwell Collins. 
As a group, HRD specialists use such venues as one mechanism to identify training needs [40].

2.3.3. Summary

One pervasive risk to many technical organizations is employees leaving the organization 
with critical technical, cultural, and social knowledge that is difficult to replace. As a learning 
organization, Rockwell Collins leverages the HRD strategies and the well‐established KM 
system described above to create a culture that recognizes inquiry, feedback, and creative 
thinking. The KM system helps the organization navigate both planned and unplanned orga‐
nization change.

HRD at Rockwell Collins leverages training and development and knowledge sharing through 
KM tools to support organizational learning on each level (individual, team, and organiza‐
tional). As a result of HRD’s efforts to facilitate innovation, the organization has experienced 
several positive changes. First, the creation of a learning culture fosters innovation and out‐of‐
the box thinking. Second, the implementation of KM programs facilitates knowledge sharing 
at the company more freely and efficiently. Finally, the company has created healthy recogni‐
tion and reward mechanisms that encourage knowledge sharing and innovative behaviors 
by employees. In Rockwell Collins’ case, formal and informal learning programs are comple‐
mented by a firmly established KM system, which makes the company a learning organiza‐
tion that encourages employees to think and work innovatively.

2.4. FMC Technologies, Inc.

Headquartered in Houston, Texas, FMC Technologies is a publicly traded oil and gas equip‐
ment services company, specializing in subsea, surface technology, and energy infrastructure. 
It was originally founded in 1884 as the Bean Spray Company, but then changed in 1928 to the 
Food Machinery Company, which is where the FMC initials originate. FMC Technologies was 
recognized by Forbes on its list of most innovative companies in 2013 [20]. At that time, FMC 
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Technologies ranked 17th on Forbes’ international list of innovative organizations, based on 
their innovation premium. The innovation premium is the difference between a company’s 
market capitalization and a net present value (NPV) of cash flows from existing businesses 
[20]. Companies with a market cap above NPV of cash flows are ranked in order of the most 
market cap above NPV to the least. FMC Technologies had a market cap of $12.4 billion USD.

Foss et al. [41] provide a solid definition of knowledge sharing, which is “…the provision or 
receipt of task information, know how, and feedback on a product or a procedure” (p. 458). The 
core beliefs espoused by early HRD practitioners and theorists include the notions that HRD 
itself is the process and practice of developing, harnessing, or releasing of human expertise 
through individual and organizational development in order to improve performance [42]. 
This is evidenced in these platforms of knowledge sharing at FMC Technologies: The Women’s 
Leadership Program, a comprehensive program for the development of women as leaders; 
the Edge, a formal knowledge management system (KMS); WellLinked, a quarterly employee 
publication; and a business model of formalized internationally based centers of excellence 
(COEs). The HRD‐specific function each of these platforms is discussed in the next section.

2.4.1. Knowledge sharing, innovation, and HRD

Knowledge sharing supports organizational productivity and also enriches its credibility 
with the marketplace and stakeholders [41]. HRD enhances knowledge exchange at FMC 
Technologies in three key internal areas that drive external value:

1. Leadership and talent development—Sustainment of success and mindfulness is critical 
in the leadership and talent development disciplines within FMC. The strategic purpose 
of the Women’s Leadership Program is to support employee’s potential and also to attract 
and retain top talent. Women learn about leadership roles, behaviors, styles, and leading 
teams, as well as focus on career development and leadership skills necessary for them to 
be successful. The company monitors the career advancement of the participants to ensure 
their success and that of the program [42].

2. Team learning and expertise development—A web‐based application called the edge al‐
lows technical staff to post issues to a single location to receive electronic suggestions, re‐
sponses, and answers from other knowledge workers within FMC Technologies. Technical 
staff make use of this global technology knowledge‐sharing platform that enhances team 
learning, giving people opportunities to problem solve with others around the world. If a 
team member is having an issue or experiencing a challenge, another employee anywhere 
in the world can provide expertise from a virtual community with thousands of members. 
In addition to sharing expertise, employees learn about the various working conditions of 
their colleagues [42].

One of the most prominent features about this organization is consistent messaging about 
its internal organizational and operational expertise. FMC Technologies publishes a quar‐
terly global employee publication called WellLinked highlighting the success of employees, 
teams, and organizational plans. The magazine’s purpose is to inform all employees on the 
forward progress of the organization and any updates in organizational strategy [42].
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(3) Networking—FMC boasts 50 online networks established to focus on different parts of 
the business. Any employee can read content shared within a network, but the people 
who work in the specific area of the operation run or manage the network. One of the 
networks, the New Hire Network, helps new hires get their questions answered. Team 
members welcome them, provide responses, and let them know how to find necessary 
resources [42].

2.4.2. Summary

HRD’s role in innovation at FMC Technologies is to support collaboration and community 
building that contributes to performance through knowledge sharing. The work of HRD is an 
antecedent to this organization’s ability to support its customers’ success. FMC Technologies’ 
stance on innovation is girded by formal organizational structures that ensure knowledge 
sharing, which makes their customers and the company, in turn, successful.

2.5. Krungthai Card PCL (KTC)

Krungthai Card Public Company Limited (KTC), a consumer finance service provider in Thailand 
founded in 1996, represents one of the Thai companies, recognized from the Stock Exchange of 
Thailand, as an innovative organization. KTC was the first Thai financial firm to reform itself into 
an innovative organization in order to make a difference in its corporate identity.

The company’s core values (modern, dynamic, professional, simple, and fun) help KTC build 
a new corporate identity that differentiates it from its competitors [43]. To manage its identity, 
the company aligns the five core values with innovation infrastructure capability. The innova‐
tion infrastructure capability, which includes the organization structure, the organizational 
culture, and leadership style, supports the development of creativity and innovation. KTC’s 
structure is characterized by low levels of hierarchy, high levels of cross‐functional collabo‐
ration, and decentralization of decision making. The KTC corporate culture involves team 
mission‐based projects, modern and dynamic working styles, and a workplace orientation 
focused on employee satisfaction. KTC leaders emphasize a people‐oriented management 
approach and play an important role in managing organizational change related to creative 
and innovative capabilities.

2.5.1. Learning and innovation

Regarding KTC’s corporate identity, the organization encourages employees to become 
dynamic and collaborative in order to cope with change in its business markets. KTC assumes 
that if the company sustains a relaxing learning environment, employees are able to generate 
a high degree of creativity and innovation.

At KTC, creativity in employees is developed through a lively and collaborative learning cli‐
mate. The learning climate is shaped by the five core values that align with the organiza‐
tion’s processes and practices. The company primarily focuses on collaborative learning in 
which employees share their knowledge and skills with their peers through a social com‐
munity. KTC uses this collaborative learning through interactive working processes, such as 
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knowledge sharing within a mission‐based team and a specific learning program titled “KTC 
Knowledge Sharing.” These learning activities are delivered via face‐to‐face and online media 
(i.e., KTC Mind Intranet) communications. Various employees acquire knowledge from each 
other when they are placed collectively in their communities.

Creativity and innovation are facilitated by a culture of the learning organization [10] and 
knowledge management [44]. This culture requires an alignment of organizational policies, 
procedures, and practices that foster a dynamic interaction of individuals, groups, and an 
organization that creates knowledge.

2.5.2. Role of HRD and knowledge management

HRD is a bridge between personal creativity and organizational performance through KTC 
policies, procedures, and practices. HRD strategically supports KTC’s identity through the 
development of employee competencies that are aligned with creativity. KTC uses the knowl‐
edge‐based organization concept to enhance individuals’ competency development and create 
knowledge sharing within the firm [45]. Consequently, HRD at KTC contributes to innovation 
through a variety of learning perspectives: active training, social learning, as well as coaching 
and mentoring.

KTC facilitates many active training programs to enhance employees’ competence through 
dynamic learning.The firm provides classroom training and e‐learning programs to develop 
core, functional, and managerial competencies for its employees. These programs are designed 
with regard to a dynamic of learning activities and a degree of learners’ participation. For 
example, the HR function implemented a grooming, acting, and voice training program for 
call center representatives to change their attitudes and make them aware that voice and facial 
expressions affect their performance when they talk with their clients on the phone [45]. The 
trainers designed a fun and relaxing environment through demonstration, practice, and a sing‐
ing contest. KTC applied an aesthetic concept to design fun and dynamic training to develop 
individuals’ creativity as well as to enhance morale and work engagement.

Social learning is about learning from others. The most recognized KTC social learning pro‐
gram is “KTC Knowledge Sharing.” This program has succeeded with a large number of 
participants [46]. KTC employees were invited to be speakers who share their knowledge 
regarding their specialized areas. The knowledge shared focuses not only on the business‐
related content but also on the non‐related business content (e.g., mind‐map writing, health 
and safety, and fashion).

At KTC, coaching and mentoring are used as informal learning practices, not only to develop 
individuals’ work skills, but also to help them in career and personal enhancement. The for‐
mer CEO, Niwatt Chitalarn, believed that the most important responsibility in managing his 
employees was to build a leadership team at KTC [47]. His management philosophy was “my 
control and your control” by performing as a captain pilot who coaches co‐pilots. A captain 
pilot must function as a leader to provide direction and coordination for his crew. At the 
right time, a captain pilot should allow co‐pilots to make a decision. He believed that a leader 
had a responsibility, not only to oversee an organization’s performance, but also to develop 
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the leadership team. In consistency with the previous CEO’s philosophy, the current CEO, 
Srimongkol, coaches his executive teams by asking opinions, giving suggestions, then moni‐
toring their performance, and providing feedback on their actions [45].

Under the knowledge‐based organization concept, KTC focuses on learning and develop‐
ment to enhance individuals’ capabilities and create practical knowledge sharing within the 
organization [46]. The firm creates a climate of team learning to move toward its corporate 
goals.

2.5.3. Summary

KTC uses a dynamic workplace approach in unleashing individuals’ creativities in order to 
update its corporate identity to one that is more vibrant and creative. Senior leadership at 
KTC assumes that organizational creativity and innovation rely on learning. The knowledge, 
experiences, and cultural familiarity that each individual employee embodies can be deliv‐
ered through social learning. The company creates and sustains a creative and innovative 
culture through leadership and management activities by leveraging actions across the orga‐
nization. HRD at KTC encourages employees to improve their work through a lively learning 
environment and a climate of team work and knowledge sharing.

3. Conclusions

Throughout the chapter, examples were provided of organizations that are considered to 
be innovative. The conclusion of the chapter focuses on specifying commonalities between 
innovative organizations. We believe themes emerge in the five profiles highlighting linkages 
between HRD, KM, and innovation. The identification of similar practices and processes may 
not make it easier for organizations to be innovative, but it does facilitate understanding by 
practitioners and researchers of some organizational antecedents necessary for innovation to 
flourish.

We hope this chapter also accomplishes a secondary goal to solidify and clarify where the pres‐
ence of HRD together with KM establishes conditions necessary for innovation. HRD looks to 
develop and unleash human expertise and creativity with its focus on career development, train‐
ing, and organizational development. HRD at these five cases contribute to facilitating a learning 
culture, providing a broad spectrum of learning and development (L&D) opportunities, and 
providing employees a broad spectrum of opportunities and encouraging diversity of thought 
and new ideas. On the other hand, KM focuses on the development of communities of practices, 
organizational knowledge sharing through lesson learned process, and the utilization of tech‐
nology to create infrastructure for storing and sharing expertise and best practices. These KM 
processes facilitate and sustain individual and collective activities to help manage the flow of 
knowledge (to acquire, create, store, share, use, and assess) throughout the organization. When 
and where there is expertise and creativity coupled with methods of harnessing, sharing, and 
growing knowledge and ideas, we believe an organizational environment or culture can exist 
for innovation. Figure 1 captures the relation between HRD, KM, and innovative organization.
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3.1. Themes of innovative organizations

Several themes emerged from examination of the five company profiles, which are depicted 
in Figure 1. The themes represent facets of organizing that enable the generation and shar‐
ing of new knowledge that relates to improved organizational performance. The themes are 
matched to the profiles of the five companies shown in Table 2.

3.1.1. Vision and core values

Many organizations begin with their vision statement as a starting point to motivate organi‐
zational performance. In their vision statements, Praxair and FMC Technologies insist on the 
long‐term view of the organization as one of the global preeminence—a key to organizational 
sustainability. Core values occupy a supporting role in an organization’s vision. With KTC its 
value‐based perspective initiates the development of the resulting learning climate.

3.1.2. Autonomy

While organizational leadership may seem to exert control over its business, technology, and 
products, each organization demonstrates times when internal self‐sufficiency provided flex‐
ibility for the organization [48]. Flexibility and agility are what allow organizational systems to 

Figure 1. Relationship between HRD and KM practices.
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Praxair Air Liquide Rockwell Collins FMC Technologies 
Inc.

Krungthai Card 
PCL.

Vision & core 
values in daily 
life

Make the planet 
more productive

Invent, 
design, 
produce 
high quality 
solutions for 
customers 
and patients

Establish a culture  
that recognizes 
inquiry, feedback,  
and creative thinking

Organizational 
focus on living the 
core values

Alignment 
of corporate 
policies and 
practices 
to enhance 
employee 
competency and 
organization 
culture

Autonomy 1. Business‐
unit level 
autonomy 
flattens the 
hierarchy

2. Flexible job 
design

Employees 
empowered to seek 
solutions

Team‐based 
problem solving 
and solution 
implementation

Collaboration Communities of 
practice

Communities 
of practice

1. Communities of 
practice;

2. Institutionalized 
cross‐functional 
training

Communities of 
practice for each 
business unit, and 
department

3. Collaborative 
learning 
environment;

4. Team‐based 
knowledge 
sharing

Continuous 
learning

Simulation‐based 
learning for at all 
career stages

Focus on 
continuous 
learning of 
succession 
planning

1. Company‐based 
Wikipedia

2. Formalized lesson‐
leaned processes

Employee‐
focused quarterly 
communication

Leader‐directed 
corporate culture

Social learning Rapid 
development of 
new hires

1. International 
centers of 
excellence

2. New hires inte‐
grated socially 
through online 
and face to face 
platforms

Engagement‐
based learning

Talent 
development

1. Engage HR 
for next gen‐
eration leader‐
ship, talent 
acquisition, 
and business 
integration;

2. Women men‐
toring other 
women;

3. Mid‐career 
talent 
development

1. Technical 
career 
paths;

2. Mentoring 
& 
coaching;

3. Early & 
mid‐career 
talent 
develop‐
ment

Corporate university 1. Corporate 
university

2. Women’s 
leadership 
development 
program

Coaching & 
mentoring

Table 2. Company findings mapped to conceptual model.
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adapt quickly within their markets and ever‐changing business environments. Job autonomy and 
the self‐rule provided in the communities of practice are examples of internal self‐governance.

3.1.3. Collaboration

Across each of the companies profiled in this chapter, collaboration in team learning enhances 
competence by allowing employees to learn from one another. An effective KM system sup‐
ports the collaborative learning.

3.1.4. Continuous learning

Within the communities of practice, constant dialogue by employees results in continuous 
new learning with processes improving and adaption occurring.

3.1.5. Social learning

As organizations are largely social systems, learning within their communities reinforces 
desired knowledge and behavior. These communities reflect learning and collaboration. 
Rockwell Collins and FMC Technologies communities of practice use technology to share 
knowledge across their internal teams.

3.1.6. Talent development

Whether the need for talent is within the technical sphere, such as with Air Liquide, Rockwell 
Collins, and Praxair, or in the leadership area, such as with FMC Technologies, internal pro‐
grams whose focus is to hone specific competencies identify and guide both expertise and 
knowledge sharing within the organization. Early, middle, and end of career development 
supports internal career development and the life cycle of the organization. As talent and the 
organization mature, the needs of both individual and company are met.
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