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Abstract 

Associations that retreat to information the board (KM) for development need to adjust their authoritative methodologies 

for KM achievement. The reason for this paper is to foster a calculated system portraying the arrangement of key HR 

rehearses with hierarchical culture and procedure. This alignment proposes utilizing KM procedures to boost 

organizations' innovation performance. Using a configurational–contingent HR point of view, this paper conducts a 

critical literature review to determine the connection and role that strategic HR practices, organizational culture, and 

business strategy play in fostering innovation and KM processes. Findings: The KM process can benefit from synergy 

when strategic HR practices, business strategy, and organizational culture work together to improve innovation 

performance. This paper is hypothetical. To approve the proposed reasonable structure, it needs experimental 

confirmation by future examinations. Down to earth suggestions - Administrations ought to design their HR rehearses 

with methodology and empower an information situated culture to foster worker capacities, making scholarly resources 

for getting more ingenuity associations. The paper tends to the hole by relating vital HR practices, system and culture in 

KM setting with firm development in a complete model. This is one of the few studies to critically examine the 

relationship between KM and strategic HR practices from a contingent–configurational HR point of view, which makes 

it useful for HR managers in today's knowledge-based organizations. 
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1. Introduction 

Organizations are under pressure to innovate in order to survive, grow, and sustain themselves in the current Industrial 

Revolution 4.0. This is necessary to keep up with technological advancements and market uncertainty. By effectively 

utilizing, exchanging, and applying knowledge through knowledge management (KM) processes, these organizations 

maximize their innovative output (Darroch, 2005; Gold et al., 2001). KM processes are the exercises that are engaged 

with making, arranging, sharing and involving information to create an incentive for firms (Yew Wong and Aspinwall, 

2005). 

 

 

Fig 1: Strategic Human Resource Management (SHRM)  
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Studies have confirmed the role of strategic human resource practices (SHRMs) in supporting the KM process to improve 

organizations' innovativeness over the past 20 years and up until recently (Iqbal et al., 2020). With the intention of 

promoting human knowledge, skills, shared goals, relationships, and trust among employees, strategic HR practices 

include self-managed teams, decentralized decision making, extensive training, job security, flexible job assignments, 

open communication, collaborative work environments, and performance-based compensation (Takeuchi et al., 2007; 

1999, Leana and Van Buren). These HR rehearses foster person's capacity, inspiration and chance to find and share 

information for representatives and redesign workers' information and abilities so they are in a situation to make 

development (Minbaeva, 2013). Application and creation of knowledge are a litmus test for the quality of human capital 

and industry productivity in today's knowledge economies (Lapina et al., 2014). Directors underscore on planning SHRP 

to prompt information sharing, procurement, creation, application and usage among workers, for acknowledging higher 

development in information serious associations. 

 

 Even though a number of studies point to a connection between organizations' innovativeness, KM, and strategic HR 

practices, this connection can be examined more holistically in light of relevant organizational factors in the same 

context. Past examinations in original KM were described by a "one size fits all" move toward that disregarded setting 

and put meager accentuation on the correspondence between information, procedure and culture (Ichijo and Nonaka, 

2006). We use the contingent-configurational HR "fit" perspective to consider the role of additional KM enablers and 

construct a conceptual framework by reading relevant literature. This study argues that organizations' innovation 

performance can be further enhanced when strategic HR practices are combined with other KM process facilitators. 

 

2. Theoretical rationale of the study 

First, the configurational-HR approach suggests a "horizontal fit" for improved organizational performance through 

internal consistency among multiple HR practices and firm resources (Delery and Doty, 1996; Youndt and other, 1996; 

Chow and Liu, 2009). The organizational resource known as intellectual capital is what drives the KM process through 

the firm's human resources (Soo et al., 2017). Knowledge that an individual has created and possesses is what makes up 

human capital. According to Narasimha (2000), knowledge is equally present in the social capital of a company, which 

is derived from social interactions among organizational members and is ingrained in their social structure. This angle 

recommend that company's human asset essentially adds to the KM cycle and calls for taking on practices to foster 

association's human and social capital. Minbaeva, 2013, rather than one-size-fits-all "stand-alone HR-best practices," 

recommends "Configurational-HR," which involves a bundle of HR practices that enhance the firm's other resources. 

 

 

Fig 2: HR Ecosystem Framework 
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Furthermore, the contingent-HR point of view affirms the reception of HR rehearses fit to, one, achieve the objectives 

and objective of company's business system and, two, to assemble helpful culture, for working on association's upper 

hand (Delery and Doty, 1996; Youndt and other, 1996; Chow and Liu, 2009). A significant errand of an organization for 

information based administration is to lay out conditions so workers with explicit information are in a situation to make 

aggregate information and to execute it to guarantee business achievement (North and Kumta, 2018). According to a 

number of studies, strategic HR practices, organizational culture, and strategy are essential to the KM process's success. 

According to the contingent-HR point of view, strategic alignment of the company's business strategy and corporate 

culture with KM strengthens the company's competitive position (Davenport and Prusak, 1998; Zack, 1999). For 

improved performance outcomes, researchers recommend vertical and horizontal HR practice alignment. However, the 

literature suggests that this area receives insufficient attention. 

 

3. Influence of strategic HR practices and knowledge management process on innovativeness in organizations 

According to Jain and Moreno (2015), innovation originates from the creation and application of knowledge by human 

resources, which are the source of organizational knowledge. Because it helps to manage and shape employees' 

knowledge, skills, and behavior to encourage innovation in organizations, SHRM is an essential component of 

knowledge management (KM). The translation of knowledge into commercial products is facilitated by the push and 

pull factors for knowledge generation. By hiring, developing, and managing knowledge workers within an organization, 

strategic HR practices encourage the generation of knowledge. Information based associations make a draw factor by 

consuming the produced information for development. Both of these practices result in innovation in this manner. 

 

Fig 3: Gap Analysis of HR Functions 

Employees' individual knowledge and experience can be developed through strategic human resource management 

(HRM) practices like team and skill-based staffing, performance-based compensation, competence-oriented training, and 

enriching job experience. KM processes, on the other hand, aid in the application of knowledge to the creation of 

commercial products and services by sharing, acquiring, creating, and storing it. This shows solid ties among vital HRM, 

KM and creativity in associations. 

Management and reward systems that promote knowledge workers' competence, integrate knowledge sharing and 

creation into rewards and appraisal systems, and foster collaboration within an organization are required to enable KM 

(North and Kumta, 2018). Employees will try to participate in KM-related procedures when they see innovation as a 

result of their work. Employees view KM-related behaviors as a valued component of the job to be performed and 

evaluated thanks to strategic HRM practices. 



   
  
  
 

1960 

European Economic Letters 

ISSN 2323-5233 

Vol 14, Issue 1 (2024) 

https://doi.org/10.52783/eel.v14i1.1026 

http://eelet.org.uk 

 

Fig 4: Impacts of human resource management and knowledge management 

Employees' behavior in KM is influenced by the organizational context, which creates favorable or unfavorable 

conditions for the exchange and creation of knowledge (Chen et al., 2010). As a result, the context in which HRM and 

KM processes operate are interdependent on one another. 

 

4. Position of organization culture 

Organizational One of the main influences on the KM process is organizational culture (Davenport and Prusak, 1998; 

Gold et al., 2001). According to Hofstede et al., organizational culture influences the social interactions of its members 

and represents collective beliefs, values, assumptions, and shared perceptions of daily organizational practices. ,1990). 

Key HR practices can make a culture where there is free trade of information and urge staff to examine their errors 

making an open and learning society (Soliman and Spooner, 2000). A culture like this might make the company's KM 

process easier. 

Various examinations contend that imaginative and steady hierarchical culture can persuade individuals to participate in 

information trade and use, though regulatory culture might make boundaries in continuous collaborations and 

information sharing (Chen et al., 2010). For optimal utilization of their knowledge resources, knowledge-intensive 

organizations require a cooperative and supportive work environment (Rai and Prakash, 2012). Knowledge transfer, on 

the other hand, is hindered in the organization by a culture that lacks trust among employees and views knowledge 

sharing as detrimental to individual growth (Suzulanski, 1996). Organizational culture and strategic HR capabilities are 

the resources that can work together to boost a company's performance (Patil and Kant, 2012). However, there aren't 

many empirical studies that look into this relationship. 

 

5. Position of business strategy 

 To improve KM performance, the company's HR system and strategy must be better aligned, according to Patil and 

Kant. Firms need to supplement their advancement situated technique with key HR, focussing on learning and 

improvement, worker association and quality, execution the board, government assistance and commitment, recruiting 

innovative individuals and engaging representatives (Cooke and Saini, 2010). There is a need to investigate how various 

kinds of business methodologies fit KM (Greiner et al., 2007) 

 

. 
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Fig 5: Proposed conceptual framework 

 

Firms with an expense initiative methodology might zero in on information documentation, putting away, sharing and 

application to guarantee cost decrease and development. According to Becerra-Fernandez and Sabherwal (2014), 

businesses with a differentiation strategy may concentrate on creating, sharing, and preserving knowledge, allowing them 

to frequently develop new goods and services and identify new opportunities. The question of whether these strategies 

complement the company's strategic HR in KM has not yet been addressed. In accordance with their strategic goals and 

objectives, companies implementing KM employ various organizational practices (Zack, 1999). According to Shih and 

Chiang (2005), the impact of corporate strategies on a company's KM activities or process has not been explicitly studied 

by many scholars despite their interdependence. 

 

6. Conclusion 

Innovation is connected to the creation and application of new information. Therefore, in order to produce and 

disseminate knowledge that can be utilized by employees, innovative businesses need to place an emphasis on knowledge 

management (KM). According to Schroeder (2015), knowledge-intensive businesses must change their culture, HR 

procedures, and KM system in order to innovate. The purpose of this paper is to propose a model for analyzing the 

connection between culture, KM moderated by strategy, and strategic HR practices. The interceding impact of KM 

between essential HR practices and advancement execution be approved exactly in information serious associations. 
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