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Abstract: Organizations require improving innovative methods and creating new positions to develop. Human 

resource management (HRM) could play a vital role in providing required conditions to conduct people in 

development of innovative activities. By development of innovative activities, organizations are faced with more 

instability in innovation process and would require creative staff with flexibility against uncertainty and ambiguity, 

so there should be more emphasis on these characteristics in their functions and performance. Organizations could 

encourage employees to creative thinking and innovation by some human resource management functions, such as 

recruitment, training, participation, performance evaluation and reward systems. Innovation power of an 

organization is closely associated with its ability to use its knowledge resources. Innovation process involves 

acquiring, sharing and applying new and available knowledge. Human capital with its knowledge, expertise and skill 

is a valuable organizational resource. Organizations that effectively enhance employees’ latent knowledge and 

expertise would be able to create more innovative ideas. So to recognize effective factors in organizational 

innovation, different aspects of each factor was identified using descriptive method. And a conceptual model is 
presented to develop innovation in organizations. This model suggests that knowledge management is as a catalyst 

for human resource management and organizational innovation relation. Accordingly, human resources management 

affects on innovation through its functions in knowledge management. It means that organizations can use a set of 

human resources functions, to foster knowledge acquisition, sharing and applying level, and this leads to 

accelerating and improving employees’ adherence to organizational innovation. 
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Introduction  
Organizations with strong innovation power in 

response to changing environments and to develop 

new capabilities to allow them achieving better 

innovation, are more successful. : (Giovanni & 

Massimiliano, 2007, P: 875-894). Therefore 

innovation is known as a vital tool to enable 

organizations in creating value and persistence in 

current changing environment with growing 

complexity. (Subramaniam & Youndt., 2005, P: 450-

63). In order to create innovation, organizations could 

use human capital to develop organizational expertise 
to make new products and services. Although 

because of deliberation of specific tasks and 

objectives in a certain environment expertise is a 

more complex concept. (Ericsson & Charness, 1997). 

This targeted exploration leads to improve 

performance efficiency of responsible employees. By 

determining and applying a set of human resource 

functions, organizations could improve willingness 

and motivation of employees to do these sensitive 

operations in order to increase and improve 

organizational expertise to achieve innovation. 
(Jacobs & Jones, 1995; Swanson, 1994).  So human 

resource operation could conduct innovative 

activities because it creates possibility of discovering 

and using knowledge and expertise in the 

organization. (Scarbrough, 2003). Of course 

knowledge is in the middle of human capital and 

organizations couldn’t simply transfer it among 

persons. (Hansen, 1999, P: 83 -111; Grant, 1996, P: 

109–22). Although organization has access to 

knowledge, skills and expertise of employees, but 

instead of ensuring effective use of human capital in 

developing organizational expertise to create 

innovation, it might require acquiring good capacities 
in knowledge management tools administration. 

Knowledge management is a path to improve or 

creating value by more actively increase available 

knowledge and expertise in human thoughts. 

(Ruggles, 1998, P: 80-9; Scarbrough, 2003). 

Mc Duffy use recruitment, pay, situational barriers 

and training four criteria to demonstrate innovative 

management of human resources. He shows that 

integration of human resource practices is associated 

with improved production rate (MacDuffie, 1995, P: 

197-221). Ichniowski and collaborators examined the 
manufacturing effects of innovative work practices in 
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a same study. They used different criteria for 

innovative work practices, including motivational 

paying, hiring and selection, group work, work tasks, 

flexibility, Job security, training and communication 

and suggest that this innovative work practices leads 

to achieve higher levels of productivity than 
conventional methods such as defining specific work 

scope, hard job rules and hourly paid with exact 

monitoring ( Ichniowski, Shaw,Prennushi,1997,P: 

291–313). 

Additionally, Youndt and colleagues using four 

dimensions of human resource management 

including recruitment, training, performance 

appraisal, and wage suggested that a human resources 

management system is associated directly with 

multiple operational efficiency dimensions. (Youndt, 

Snell, Dean, Lepak, 1996, P: 836–66) 

In terms of financial efficiency, Delery and Doty 
taking into account three most dominant theorization 

type, identified seven key functions of human 

resource management including career progression 

path, training, result oriented recognition, wages, 

employees’ job security, and enrichment job content 

and using them to develop converged theoretical 

discussion with each of these three views. Results 

show that each viewpoint would use to create 

theoretical discussion of significant change levels in 

financial efficiency (Delery &Doty 1996,P: 802–35). 

Although previous studies have examined the effects 
of human resource management on organizational 

outcomes, but rare cases have ever studied the effect 

of human resource management on knowledge 

management and innovation (Laursen K, Foss, 

2003,P:243-63).  

 Currie and Kerrin examined the effect of human 

resource management as a case study and from 

organizational learning view, including efficiency 

management, recruitment and selection, employee 

engagement and career development in sharing 

knowledge within the company. They mentioned 

Human resources management could improve sharing 
knowledge in the structure and culture of a function-

oriented organization. (Currie &Kerrin, 2003,P:1027-

45). The purpose of this paper is to present a 

conceptual model of innovation development in 

organizations. Therefore, it considers used criteria in 

previous studies with human resource managemen, 

knowledge management and innovation concepts. 

Finally, the conceptual model for organizational 

innovation is presented and discussion and 

conclusion will be addressed. 

  

Human Resource Management  
Human resources are the most important assets of an 

organization and effective management of them is the 

key to organizational success. If policies and 

procedures about organization;s employees are fit 

together and contribute substantially in achieving 

organizational objectives and strategic plans, so 

organizational success is more likely. Culture and 

overall values, organizational conditions and resulted 

managerial behavior from that culture, have a great 
impact on achieving desired excellence. Such a 

culture needs to be managed which means that 

continuous efforts should provide to create 

acceptance and perform them. (Armstrong, 1993). 

 

Human resource management is: planned use of 

human resources and doing tasks which enable the 

organization to meet targets and improving 

organizational performance and creating an 

organizational culture that encourages creativity and 

flexibility. (Truss and Gratton,1994,P:123-37 Wright 

and Macmahon,1992,P:47-61).  
Human resource management is: organized 

comprehensive, innovative foresight and evolution 

orienting in providing organization’s human 

resources, its training and remediation, improving the 

quality of work life and timely and effective 

implementation of this strategic resource with 

recognition and applying influenced and effective 

internal and external organizational environment 

aspects in order to determine strategies to achieve 

organizational mission and goals. (Mirsepasi, 2002). 

Human resource management refers to the policies, 
procedures and systems affected on behavior, 

attitudes and performance of employees (Noe et al, 

2000).  

Human resource management is a Strategic approach 

to to recruit, develop, manage, motivate and gain 

commitment of key organizational resources; it 

means people who works in or for organization 

(Armstrong 1993). HRM is a process includes four 

recruitment, development, motivation and retaining 

human resources tasks.(DeCenzo and Robbins, 

1988). Human resource management means 

management of organizational employees (Scrapello 
and Ledvinka, 1988).  

The purpose of HRM is providing required policies 

and practices to implement parts of management 

tasks which are related to employees’ activities 

specially recruiting, training, performance appraisal, 

reward and creating a healthy and fair environment 

for employees. 

 For example, these policies and procedures include 

followings: 

- Job analysis (determine each employee's job nature). 

- Human resource planning and recruiting. 

- Selection of qualified applicants 

- Orienting and training new hired employees  

- payroll Management (compensation of employees) 

- Incentives and rewards 
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- Performance Evaluation 

- Communicating with employees (interviewing, 
counseling and disciplinary provisions) 

- Human resource Development and Training 

- Commitment to employees ( Desler, 2002). 

 

Knowledge Management 

Knowledge management definitions are more 
abstract and vague. In fact there is no standard for 

this term, whereas all individuals, groups and 

organizations need to an approach to create 

knowledge and managing it according to its own 

culture. (Ives,Torrey & Gorden,1998). 

Even organizations may not use the term knowledge 

management, but be they would be successful in 

implementation and management critical principles in 

this area are. So every effort to prepare precise 

standards for knowledge management may not lead 

to desired results and consequently those models will 

have less applicability and generalizability 

(Olson,1999).  

Knowledge management includes all processes or 
activities for acquiring, capturing, sharing and using 

knowledge, wherever it may be, to enhance learning 

and performance in organizations. Purpose of 

wherever it may be statement is that this process is 

also includes tacit knowledge (knowledge that is in 

people's minds). (Loremans,2002,p: 79-93). Various 

definitions were presented for knowledge 

management which some important definitions are 

presented in Table 1 (Brooking,1998; 

Hung,2005,p:164-183;Rowley,2007,p;20-29).

 

Table 1: Definitions of Knowledge Management 

Person Definition 

Quintas 

(1997)  

Knowledge management is a process to meet existing needs, identify and exploit existing and 

acquired knowledge assets and develop new opportunities. 

De  jarnett 

(1996)  

Knowledge management includes creating a knowledge, which is followed by interpretation, 

dissemination and application. 

Brooking 

(1997)  

Knowledge management is an activity that is related with strategies and solutions for human capital 

management. 

Gartner 

(2000) 

Knowledge management is a discipline that provides an integrated approach for identifying, 

capturing, evaluating, retrieving and sharing all information assets of an organization. 

Alavi & 

Leidner  

(2001) 

Knowledge management is a special organizational and systematic process for acquiring, 

organizing, storing, using, disseminating and recreating explicit and implicit knowledge of 

employees to increase organizational performance and value creation. 

Broadbent 

(2002)  

Knowledge management is about strengthening the use of organizational knowledge through 

appropriate information management and organizational learning activities. 

Aksber  and 

Abel 
(2003)  

The ultimate and critical source of organizations is information. Most important competitive 

advantage is the ability to use information. Knowledge management is sum of these two factors. 

Hung (2005)  

 Knowledge management is a systematic and integrated management strategy that combines 

information technology with organizational processes. Managing knowledge is a managerial 

activity which promotes transfer, upload, storage, and apply knowledge, also provides real 

information to organization for reaction and make proper decisions with the aim of reaching 

organizational goals.  

 

Finally, a definition which is focuses on the human, 

structure and technology and is applicable in practice, 

provided: knowledge management is the process of 

discovering, acquiring, and developing, sharing and 

applying appropriate knowledge in appropriate time 

by people in the organization and linking human 
resource, information technology and appropriate 

organizational structure to achieve organizational 

goals.  

 

Human Resource Management and Knowledge 

Management 

 The expressive and explicit massages of modern 

global conditions and changes for institutions, 

organizations and even nations is the message of 

production, transmission, application, storage of 

knowledge and skills through effective training and 

development approaches and mechanisms, learning 
organization, Knowledge management and 

(Pakdel,2004). Human capital with its Knowledge, 

expertise and skills is a valuable resource for 

organization. Organizations which effectively 

manage and enhance laid knowledge and expertise in 

people, would be able to create more value and 
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achieve to better competitive advantage. Of Course, 

people often wouldn’t be able or have no willing to 

share their knowledge and expertise with others 

because of personal reasons or lack of confidence 

(Hayes&Walsham , 2000).  

So this point will be important for organizations to 
control employees’ participation and knowledge 

sharing through knowledge management. Human 

resource management is primary methods for 

extracting and enhancing expertise and knowledge 

which organization require them. Since employees 

own an important part of the special expertise and 

knowledge of organization,  

Organizations must make maximum use of human 

resource work practices to manage knowledge and 

expertise. (Lave & Wenger, 1991). Some HR 

functions such as recruitment, training, participation 

and reward and performance appraisal are related to 
strength commitment, reduced cost and increased 

performance through its effect on employees’ 

motivation and growth.  Using human resource 

management, one could provide employees ‘access to 

skills, resources and required insight to develop 

knowledge management. (Guthrie, 2001, p: 180-90). 

Therefore in this study it acknowledged that human 

resource management is a key element by which 

organizations could increase their ability to apply and 

facilitating management activities.  

Employing people with special expertise and skills is 
something very difficult for organizations to be able 

to use knowledge management activities. If newly 

hired employees reach to new landscapes and 

appropriate situation, they would be able to 

effectively share their knowledge. Selecting 

individuals with appropriate skills and attitudes to do 

task would enable organizations to consolidate 

fragmented sources of knowledge and motivating to 

creating innovative ideas. (Scarbrough & Carter, 

2000). 

Also employees’ training is effective in the 

development of knowledge management. Steady 
growth of professional skills is important for 

knowledge workers. One should develop and foster 

employees’ knowledge and expertise by providing 

internal and external training opportunities. Providing 

different training programs for employees would help 

them to learn new knowledge and skills, broaden 

their horizon and equip them with innovative skills 

and ideas. These training programs lead to stimulate 

employees to share expertise and experience with 

others, acquire new knowledge and application of 

new knowledge. So training programs are essential in 
knowledge management process (Argote, McEvily, 

Reagans , 2003,p: 571–82). Participation as other 

element of human resource management, would 

stimulate employees to involvement and positive 

partnership in learning and knowledge management 

activities. More authority should be given to 

employees with more skills, expertise and job 

responsibility in carrying out his duties. (Nonaka 

&Takeuchi,1995,p:40-54). 

In order to obtain desired behavior in the area of 
performance evaluation, feedback and motivations 

should be used in this field. If inconsistent objectives 

were used through performance evaluations, the 

probability of doing knowledge management 

activities especially knowledge sharing would 

decreases. And vice versa in the case of using 

homogeneous and consistent criteria in connecting 

employees’ performance with their role in sharing 

and use of knowledge in duties, their motivation 

would increase to do knowledge management 

activities. Reward would increase creativity, risk 

appetite and problem solving ability in order to 
increase knowledge influence and sharing it ( Von 

Krogh, 1998,p: 133–53). 

If rewards payment system, plays incentives role in 

the acquisition and exchange of information, 

employees could devote more effort to knowledge 

management activities. Based on the above 

reasoning, human resources management is useful in 

motivating employees to acquisition, sharing and 

application of knowledge.  

 

Knowledge Management and Innovation 
Innovation power in an organization is closely 

associated with its ability to use its knowledge 

resources. Knowledge management is a Way to 

increase knowledge and expertise actively to create 

value and contribute to influence the organization 

(Gold & Malhotra ,2001,p:185-214). 

Organizations with higher levels of knowledge 

management have learning effect that can improve 

their ability to rapidly respond to changes and 

developing creative ideas and innovation. Effective 

knowledge management, facilitates communication 

and transfer level of required knowledge in 
innovation process and enhances innovation through 

development of new perspectives and abilities 

(Madhavan & Grover,1998,p:1-12).  Therefore 

knowledge management plays a central role in 

supporting and promoting innovation. Due to the 

complexity of the innovation process in knowledge 

management, this study provides mechanisms that 

organizations use to acquire, share and apply new 

knowledge. 

Knowledge acquisition from outside the organization 

and from employees within the organization, allows 
recombination of existing knowledge and information 

to create new knowledge. (Yli-Renko, Autio, 

Sapienza,2001.P: 587–613).  
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New knowledge in interaction with existing 

knowledge could save and change the width and 

depth of available knowledge, so enhance the 

potential of innovative new gains. This knowledge 

oriented view shows that knowledge acquiring 

activities enhance organizations capability to  
Knowledge could enhance organizational ability to 

carrying out its role effectively. Capable 

organizations in acquiring external and internal 

knowledge reduce uncertainty and achieve to greater 

administrative and technical characteristics (Sarin & 

McDermott,2003,P:707-39). 

Therefore, we conclude that knowledge acquisition is 

positively correlated with organizational innovation. 

Since there are different levels of knowledge within 

people or different levels, to create new methods or 

models of thinking, organization members should 

share it with others (Galunic &Rodan ,1998,P:1193-
201). 

Previous studies have shown that knowledge sharing 

can lead to increased innovation ability in 

organizations. Especially researchers believe that 

knowledge sharing requires a new combination of 

existing knowledge and results from process 

improvement or new products (Tsai ,2001 ,P:996-

1004). Also when people are willing to share and 

exchange information and resources, there will be 

possibility to benefit from collective learning and 

synergy. Innovation created when organization 
members share their expertise with other members 

and transform it to a different product or service 

(Nonaka I, Konno, 1998).  

Based on Knowledge oriented view, the value of 

individual and organizational knowledge in respect of 

difficulty and implicit is primarily depends on its 

application. Development of new products and 

innovation requires the implication and combination 

of specialized knowledge in different parts. Deeper 

use of the knowledge leads to continuing 

transformation of organizational expertise to real 

products (Spender, 1996, P :45-62). 
Therefore it can be concluded that knowledge 

management involves acquiring, sharing and 

application of knowledge and plays a positive role in 

organizational innovation. Through effective 

knowledge management, organizations could 

transform knowledge into products, services and 

innovative processes that ultimately leads to better 

technical and administrative results. 

 

Human Resources Management and Innovation 

HRM can influence on selection, capacities and 
behaviors of employees to achieve organizational 

goals and to change them. And has a vital role in 

providing required conditions for accelerating and 

grouping and leading people to develop innovative 

activities (Martinsons,1995,P:17-34). Using some 

human resource management activities such as 

recruitment, training, participation, performance 

evaluation and rewards as a motivational tool for 

employees’ commitment, organizations could enforce 

employees in creative and innovative thinking 
(Davenport & Prusak,1998).  

By developing innovative activities, organizations 

face with greater uncertainty and variability in 

innovation process and need more innovative 

employees whom are more flexible, risk-taking and 

tolerant against uncertainty and ambiguity, so there 

should be more emphasis on these characteristics in 

their functions and performance (Madsen & Ulhoi, 

2005,P:488-501). 

By applying innovative and creative capabilities in 

recruitment and selection criteria, employees will 

tend to make more variety in innovative ideas and 
behaviors. By using effective recruitment procedures, 

employees will converted to important sources of 

new ideas in innovative processes (Brockbank 

,1999,P:337). Applying these methods in training, 

facilitate the exposure of employees with a wide 

range of knowledge and information and increase 

their desire to more creative ideas. Extensive and 

diverse training programs lead to increase 

employees’ required knowledge, skills and abilities in 

doing their tasks. Training resulted in enhancement 

of organizational expertise demand level and 
innovation content (Jaw & Liu, 2003,P:223-41).  

Increased participation leads to encouraging 

employees to provide new ideas and share 

information on innovative process and enhance 

innovative achievements. Participation and 

collaboration of employees could be implemented by 

incorporating them in problem solving and 

involvement in effective decisions (Jiménez & Sanz-

Valle,2005,P: 364–81). 

Performance evaluation can help to motivate 

employees to commit to innovative activities and to 

assist organizations in achieving the desired 
innovations results. Also compensating for individual 

or group situations by financial rewards is one of the 

ways to encourage innovation. Both regular and 

random bonuses are essential in motivating 

employees to perform challenging jobs and create 

necessary motivation for providing successful and 

new ideas (Mumford, 2000, P :313-51). 

Thus, by applying effective human resources 

management, including hiring, training, participation, 

performance evaluation, and reward we could reach 

to organizational ability in providing new products 
and services and ultimately better results in achieving 

organizational innovation. 

 

Discussion and Conclusion  
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Based on available research, human resource 

management aspects are related with organizational 

innovation and therefore have the same relationship 

with knowledge management. Knowledge 

management is associated with organizational 

innovation.

 

 Table 2: Factors associated with the concept of knowledge management and organizational innovation 

  

                                                 Concept Factors Dimension  

Employment  
Training  

Participation  

Performance Evaluation  

Reward 

Human Resource management Organizational Innovation 

Knowledge acquiring 

Knowledge sharing 

Knowledge application 

Knowledge management 

Employment  

Training  

Participation  

Performance Evaluation  

Reward 

Human Resource management Knowledge management 

(acquiring, sharing, application) 

 

After identification of related factors to the concept 
of knowledge management and organizational 

innovation and their dimensions which are listed in 

table (1), a conceptual model of study is presented in 
figure (1).  

 

  

  

 

 

 

 

 

 

 
Figure 1: conceptual model of study. 

 

 

This study acknowledged that knowledge 

management is as a catalyst in relation between 

human resource management and organizational 

innovation. In other words, knowledge management 

speeds up the relationship between human resource 

management and organizational innovation. In this 

regard, human resource management is affected on 

organizational innovation through its operation in 
knowledge management. It means that organizations 

can use a series of human resources operations, to 

develop management of acquiring, sharing and 

applying knowledge and it turns to promoted 

employees’ orientation and accelerating and guiding 

them towards innovation.  

These findings highlight the critical role of Human 

resources management and knowledge management 

in organizational innovation processes. By applying 

findings in organization, managers should actively 

use organizational human capital by human resource 

management to stimulate acquiring, sharing and 

applying knowledge management capability. To 

facilitate the relationship between HRM and 

innovation, managers must first understand the 

importance of knowledge management. Then they 

should apply human resources management to foster 

knowledge management which leads to desirable 

organizational innovation results. Although previous 
studies suggested the importance of human resource 

management in organizational innovation process, 

but the contribution of this study to extend this field 

is to examine relationships between knowledge 

management and human resource management and 

organizational innovation factors. Results suggested 

that using human resource management including 

recruitment, training, participation; performance 

evaluation and reward have positive effect on 

organizational innovation and knowledge 

management is a mediator in reducing this positive 

Human resource 

management 

Organizational 

innovation 

 

Knowledge 

manageme

nt 
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relation. So using a theoretical model we show 

knowledge management is a mediated mechanism 

and human resource management leads to increase in 

organizational innovation.  
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