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Abstract  

The study seeks to examine and elaborate the linkage between Knowledge Management (KM), Innovation and Learning in selected 
power sector organizations in West Bengal. If knowledge is treated as a resource, and innovation (both technical and non-technical) as 
a dynamic capability, they become an inseparable duo to act as the key contributors for the organizations’ sustained competitive 
advantage vis-à-vis key factor for survival in knowledge-based and technology-enabled industries. Under this rationale, this research 
proposition has been undertaken where knowledge management, organizational learning and innovation through intellectual capital, 
help to understand and constitute the key pieces of one of the most complex business phenomena; the ‘organization's operational 
advantage’. This being so, it is relevant for knowledge-based and technology enabled power sector that operational success comes 
directly from continuous innovations. As no single organization can successfully innovate in isolation, therefore, in addition to 
knowledge sharing and dissemination vis-à-vis KM adoption and implementation internally, organizations rely on external 
relationships and networks for the same in order to complement its knowledge domains, leading towards development of better and 
faster innovations. In this scenario, incremental innovation plays a more effective role than radical innovation where constructs like 
KM Adoption & Implementation, Knowledge dissemination and Organizational Learning contribute in a cross-fertilizing way. 
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      1.  Introduction  

1.1.  Knowledge Management (KM) 

The saying that ‘Knowledge is Power’ captures the importance of knowledge in the contemporary digital and knowledge economy. 
This is often the rationale why organizations emphasize the very fact that they require to develop learning organizations where 
knowledge is shared and produced and utilised for mutual benefit. 

In building a learning organization, the role of innovation is closely tied to knowledge. Recent years have shown how the well 
established companies have fallen by the wayside to get replaced with those that are highly innovative, it is clear that unless an 
organization creates a culture of innovation and incubates and ideates the ideas, it cannot hope to survive in the present economy. For 
power sector organizations, whose operations are technology and engineering enabled, it is more relevant. Organizations that promote 
innovation and reward employees with breakthrough ideas, are the ones that are the most capable of thriving now. 

For organizations that strive to be industry leaders, it is imperative that they create an environment that encourages learning vis-à-vis 
free flow of ideas, information and knowledge. Indeed, these terms are important as data is distinct from information and also from 
knowledge. Data can be considered as basic unit here and only when organizations and individuals transform it into information, it 
becomes capable of any use. Similarly, information must be transmitted, enhanced, and enriched by a collaborative approach which 
may then make it knowledge. For all these to happen, there must be a working environment that supports such learning and it is 
the employees who harness the facility of ideas, transform them into innovations and share the results throughout the 
organization with a focus that others can learn and improve. For previous couple of decades, acquisition of knowledge and its 
management was quite important for business growth. Data are often raw number, image, words, sounds etc. which may be derived 
from observation or measurement. When that data is organised in a meaningful way, it is called information whereas the means 
through which the availed information would be analysed alongwith concepts & beliefs providing the guideline to some meaningful 
action and thought is named Knowledge. Thus, the method of moving from data to information and from information to knowledge, 
i.e. Data  Information  Knowledge, are interconnected during a hierarchical data structure, while the information and 
data forms the foundation of the building block of Knowledge. Donald Hislop (2005) stated, Knowledge has an objectivist character 
and these indicate:  

(i) Knowledge as an entity that individuals or group possess 
(ii) Knowledge is predicated on a positivistic philosophy as objective facts 
(iii) Explicit knowledge is privileged over tacit knowledge 
(iv) Knowledge is the outcome of an intellectual process 
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Knowledge management process helps organizations to seek out, select, organize, distribute, and transfer important information and 
expertise necessary for activities. Knowledge management uses six indicators that are sourced by Shannak, R (2009) that 
is Knowledge sharing behaviour, Awareness of knowledge, participation in activity, efficiency of knowledge, contribution to 
knowledge management, usability (easiness of application).  

Considering the broadest context, knowledge management is that process through which organizations generate value from their 
intellectual and knowledge-based assets. Rangnerkar, 2001, has stated Knowledge management is that process through which firms 
create and use their institutional or collective knowledge. “In practice, knowledge management often encompasses identifying and 
mapping intellectual assets within the organization, generating new knowledge for competitive advantage within the organization, 
making vast amounts of corporate information accessible, sharing of best practice and technology that permits all of the above”- 
Barclay & Murray, 1997. Yogesh Malhotra (2001), Brint.com’s founder and knowledge architect, defines knowledge management as 
that which “caters to critical problems with the organizational adaption, survival and competence in face of increasingly discontinuous 
environmental change. Essentially it embodies organizational processes, the capacity of Information Technologies, creative and 
innovative capacity of human being”. Further, Grey (1996) envisages that knowledge management is an audit of “intellectual assets” 
that highlights unique resources, critical functions and potential bottlenecks which hinder knowledge flow to the purpose of use.  

1.2. Learning and Innovation 

Within business, learning may be considered as a conscious attempt on the part of organisations to enhance productivity, effectiveness 
and innovativeness in uncertain economic and technological market conditions. The greater are the uncertainties, the greater the 
necessity for learning. Learning enables quicker and simpler responses to a complex and dynamic environment. In turn, effective 
learning is related to increased information sharing, communication, and understanding. Due to these reasons, the concept of 
“learning” is perhaps more pronounced in business than other areas of operation.  

Innovation is taken into account as a strategic driver to realize competitive advantage, also it increases the sustainability, 
productivity, economic advancement and business competitiveness (Smit, Trigeorgis 2012). Innovation becomes an on-going process 
of learning, searching and exploring that end in new products, new techniques, new sorts of organizations and eventually new markets 
(Eveleens 2010). However, the increasing dynamism and turbulence of the environment requires a perspective of  innovation (Davila 
et al. 2012). Therefore, it is necessary for organizations to possess capabilities enabling the innovation to be effective. Recently 
importance of Knowledge  management (KM) is emphasized. KM is defined as organization, creation, sharing and flow of 
knowledge within organizations. Many researchers and practitioners have concluded that KM must facilitate creating new 
knowledge so as to realize and sustain competitive advantage, thus gaining knowledge successfully in management processes affect 
organizational innovation (OI) (Kaklauskas, Kanapeckiene 2005). Moreover, Shenbagavalli (2013) notes that KM is a crucial factor 
which contributes to gaining of sustained innovation that results in sustainable competitive advantage. 

There are several definitions of innovation. Herkema (2003) stated that foremost and basic purpose of innovation is to supply new 
knowledge which may develop and determine the doable solutions for society. Innovation may be a practice and process which 
capture, acquire, manage and diffuse knowledge with aim to make new knowledge which can support to supply and deliver distinctive 
and idiosyncratic type of  products and services. (Gloet and Terziovski, 2004). Plessis (2007) delineated innovation as a formation of 
latest knowledge which helps the new business returns, which has purpose to form organization internal business process and structure 
more sophisticated that produce the market acceptable products and services.  Innovation can be defined as “Activities and processes 
of creation and implementation of latest knowledge so as to supply distinctive products, services and processes to satisfy the 
customers’ needs and preferences in several ways also on make process, structure and technology more sophisticated which will bring 
prosperity among individuals, groups and into the whole society. 

Messa and Testa (2004) stated that organizations must develop the receptors that gain or absorb the external knowledge and this 
activity is strongly correlated to the innovation capability. Further, they said that through the benchmarking, organizations can acquire 
explicit and tacit knowledge from external sources. These external sources of data are often integrated with the organizational internal 
explicit and tacit knowledge and if knowledge gap prevails which will be filled through the new knowledge acquisition which can be 
helpful to bring innovation. Ju et. al., (2006) argued that to obtain competitive advantage, organizations should continuously learn 
from outside sources. Through the right knowledge distribution and sharing, organizations can bring the innovation. So, organizations 
must develop such channels within the organizations through which employees share their knowledge with each other. Plessis (2007) 
stated that innovation depends upon knowledge. So, to bring innovation, organizations must identify knowledge capability, and 
richness. Parlby and Taylor (2000) asserted that the foremost purpose of Knowledge  Management is to bring innovation. Plessis 
(2007) stated that organizations can develop the collaborations across the organizational boundaries to bring the innovation and to 
urge the sustainable competitive advantage. This collaboration helps the organization to approach the new knowledge which will be 
helpful to fill the knowledge gap within the organization. This collaboration ultimately brings the innovation into the organization and 
may reduce the allied risk and cost to bring innovation. 
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Organizations that rapidly capture and implement new knowledge across the organization are often ready to foster innovation as 
compared to those organizations that don't specialise in this aspect (Cavusgil et.al. 2003). Furthermore, they argued that first and most 
vital aspect of the innovation is to, increase the innovation capability to spot and capture the tacit knowledge of the organization. Tacit 
knowledge are often acquired from outside the stakeholders like customers, suppliers and bankers etc. This acquisition of tacit 
knowledge plays significant role to foster the method of innovation. Tacit knowledge becomes more important in those particular 
industries where explicit knowledge is scarce. Through knowledge management, organization can identify their tacit knowledge 
which they typically did not know before. Knowledge management also helps the organization to articulate tacit knowledge within 
the sort of explicit knowledge and this is often a robust base to bring innovation (Plessis: 2007). Knowledge management 
integrates varied types of tacit and explicit knowledge. Through integration, organizations can discover what sort of tacit and explicit 
knowledge subsists within the organization. Furthermore, knowledge activities like knowledge gathering, managing, sharing, learning, 
reuse and retrieval play important role in bringing innovation. Through knowledge management activities, organizations find out the 
distance of knowledge from inside and outside the organizations. Organizations manage this data in the form of data base, so that, they 
will make sure the availability of right type knowledge to the proper person at the appropriate time. 

1.3. Literature Review  

Innovation is defined in various ways in the literature. As narrated by Chen et al. (2001), innovation refers to the introduction of a 
new combination of the essential factors of production into the assembly system. Innovation capital is that the competence of 
organizing and implementing research and development, bringing forth the new technology and therefore the new product to 
satisfy the requirements of consumers. It involves the new product, the new technology, the new market, the new material and 
therefore the new combination. Cardinal et al. (2001) indicate that the innovation process encompasses the technical, physical, and 
knowledge-based activities that are central in forming development routines. Herkema (2003) defines innovation as a knowledge 
process aimed toward creating new knowledge geared towards the event of economic and viable solutions. Innovation may be 
a process wherein knowledge is acquired, shared and assimilated with the aim to make new knowledge, which embodies products and 
services. Herkema (2003) also states that innovation is the adoption of a thought, idea  or behaviour that is unique to the organization. 
Thus, innovation can be a new product, a new service or a new technology. Innovation is said to vary, which may be radical or 
incremental. Innovation can broadly be stated as the implementation of interventions and discoveries alongwith the process by which 
new outcomes, whether products, systems or processes, come into being (Gloet and Terziovski, 2004). The authors distinguish radical 
and incremental innovation from each other. Incremental innovations present themselves as line extensions or modifications of 
existing products. They are usually classified as market-pull innovations. Incremental innovation does not require significant departure 
from existing business practices and are therefore likely to reinforce existing internal competencies by providing the chance to 
create on existing know-how. Radical innovations are likely to be competence-destroying, often making existing skills and knowledge 
redundant and necessitating different management practices. Radical innovations often put the business in danger because they 
are difficult to commercialize. Radical innovations are considered crucial to long-term success as they involve development and 
application of latest technology, a number of which can change existing market structures. Companies that facilitate both radical and 
incremental innovation are more successful than organizations that specialise in one or the opposite. In power sector organizations, it 
is been observed that incremental innovations play a better role than radical innovations. 

Gloet and Terziovski (2004) have also concluded that there is a positively significant relationship between knowledge management 
practices and innovation performance, those organizations therefore should strive for an integrated approach towards knowledge 
management, which assists in building a corporate culture, so as to maximise innovation performance resulting in competitive 
advantage. 

Prerequisites for effective, innovation-oriented learning at the workplace: 

To stimulate learning and thereby foster the innovative ability of an enterprise, the determinants of learning-conducive working 
environments need to be considered. What are the characteristics of learning-conducive workplaces, and the ways with which learning 
can be fostered? The occurrence, outcome and effectiveness of workplace learning depend upon various interrelated 
factors like professional guidance at the workplace, work organisation and tasks, and therefore the motivation of the learners. 
Workplace learning could also be fostered through a spread of measures, like autonomy, task complexity and task variety, teamwork, 
and most significantly learning climate and culture which frequently mutually support one another. 

Andrew Goh of Management Development Institute of Singapore who did a case study of Singapore Airlines, examined how 
innovation are often fostered through knowledge centred principles. He has proposed for a strategic framework integrating knowledge 
management and innovation management. “As for instance, employees within the large organisations or within the service sector 
(predominately in knowledge intensive industries) are encouraged to participate in all  sorts of knowledge processes within the pursuit 
of innovations as a way of enhancing corporate performance.”(Goh2007). For more than 20 years, Singapore experienced 
emergence of knowledge which worked as a source of opportunities. Singapore’s ‘development has got to be centred on innovation-
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driven initiatives which might enhance its global competitiveness’. SIA’s managers understood that the best way to “exploit the 
potential of knowledge innovation, three challenges are identified. First, permeate knowledge based initiatives to all or any layers of 
society with elements of human imagination, intuition and creativity at all those levels to leverage intellectual capital. Second is to 
make knowledge assets continuously and to make them readily available to be used by knowledge workers. Third, knowledge 
innovation to be fostered within an enabling environment.” (Goh 2007). 

Autonomy: Autonomy could also be characterised by the employees’ scope for action and decision. Autonomy means the liberty to 
exercise control over work processes (e.g. the power to settle on or change the order of tasks, the method of work and therefore 
the speed or rate of work), also the choice of working patterns. In cases where task autonomy is low, the worker has little or no control 
over how a task is to be performed. In cases where it is high, the worker is liberal to select methods and processes and to some extent, 
the work or task itself. It is assumed that a high level of autonomy fosters workplace learning. 
 
Learning climate and culture: In order to use the above-mentioned options effectively, the companies must establish suitable 
hierarchies and administrative structures, and it must encourage an organisational culture marked by principles of transparency, 
openness and cooperative leadership. This leadership style is important for workplace learning. The more open a corporation is , 
the more it is characterised by egalitarian power, the more eager the employees are eager to use their skills to the work and to deal 
with the challenging tasks; this, in turn, increases learning and therefore the organisation’s innovative ability (Marsick and Watkins, 
2003).  
 
Organizational Culture and Innovation: Culture is one among the foremost important factors to implement the knowledge management 
system. Delong and Fahey (2002) stated that knowledge management faces the difficulties from corporate culture to be implemented 
that’s why normally organization do not get maximum benefit from knowledge management. So, to implement the knowledge 
management, organizations got to build the knowledge culture within the organization during which new knowledge acquisition and 
sharing are going to be the integral a part of the organization strategy and culture. Gold et.al, (2001) stated that encouraging and 
supportive culture will help to create the knowledge management system within the organizations. 
 

Name of variables Items Reference 
Knowledge Management 1. Capture Knowledge (CA)  

2. Creation Knowledge (CK)  
3. Dissemination Knowledge (DK) 
4. Organization Knowledge (OK) 
5. Storage Knowledge (SK) 

Lawson (2002) 

Organizational Learning 1. Commitment to Learning (CTL) 
2. Open-Mindedness (OM) 
3. Shared Vision (SHV) 

Wang and Rafiq (2009) 

Organizational 
Innovation 

1. Administrative Innovation (AI) 
2. Incremental Product Innovation 

(IPDI) 
3. Incremental Process Innovation 

(IPRC) 
4. Radical product Innovation (RPDI) 
5. Radical process Innovation (RPRI) 

Jansen et al. (2006) Cheng and 
Shiu (2008) 

 
1.4. Objective of the study 

The study has the following objectives: 

1. To assess the level and nature of learning practices in the selected organizations under study  
2. To assess the innovative practices and adoption & implementation of technology/ICT in knowledge management practices 

amongst the organizations under study 
3. To understand how level and nature of learning and innovative practices are linked with  KM adoption and implementation 

vis-a-vis knowledge sharing and dissemination in the organizations under study 
 
2.  Methodology & Sampling 

Five organizations have been selected from power industry in West Bengal for the purpose of this study. Out of these five 
organizations, three are government whereas two are Private organizations. All these three government organizations are from Power 



 www.ijmer.in 
INTERNATIONALJOURNAL OF MULTIDISCIPLINARYEDUCATIONALRESEARCH 

  ISSN:2277-7881; IMPACT FACTOR :6.514(2020); IC VALUE:5.16; ISI VALUE:2.286 
Peer Reviewed and Refereed Journal:VOLUME:9, ISSUE:12(5), December:2020 

 

 
18 

 

Generation and Transmission segment whereas among two private sectors, one is from Power Generation and Distribution whereas 
other is from Power Infrastructure Development and Solar Power segment. 

2.1 Sample Organizations:   

A total of 05(five) major organizations have been selected under power sector in West Bengal, a brief idea about their area of 
operations are as follows:  

 
Sl. No. Organization Name Sector Area/s of operation 

01 Organization -1 Public Power Generation 
02 Organization -2 Private Infrastructure Development and Turnkey Solution provider 

mainly in Power Transmission Sector 

03 Organization -3 Public Mainly Power Transmission(National Level)  
04 Organization -4 Public Power Transmission (State Level) 
05 Organization -5 Private Mainly in Power Distribution. Also in Generation & 

Transmission 

Table 1: Sample organizations: Area of operation 

          2.2 A brief overview of the sample organizations 
 

(i) Number of employees (Engineer & above) 
 

Sl. No. Organization Name PAN India Employee 
strength 

Total Number of 
Respondents 

Total Employees in Corporate 
Office/Regional Office 

01 Organization - 1 Total Sanctioned 
manpower:19918 

98 320 

02 Organization - 2 Total Sanctioned 
Manpower: 2200 

70 160 

03 Organization - 3 Total existing manpower: 
8990(as on 31.03.2020) 

70 180 

04 Organization - 4 Total Sanctioned 
manpower: 4231 

Total Existing 
manpower: 2743 

51 238 

05 Organization - 5 Total Existing 
manpower: 8400  

32 190 

   321 1088 
Table 2 : Sample organizations: Number of respondents and employee strength 

(ii) Capacity in respective fields of operation 
  

Sl. 
No. 

Organization Name Area/s of 
operation 

Operational Efficiency: 
Unit of Measurement 

Updated statistics on areas of 
operation  

01 Organization - 1 Generation Plant Load Factor(PLF) 2100MW (80.2% against the 
national PLF rate of 64.5%) 

02 Organization - 2 Power 
Transmission 
Sector 
Infrastructure 
Development and 
Turnkey Solution 
provider including 
Solar Plant 

(i) Plant Manufacturing 
Capacity 
 
(ii) Generation capacity 

(i)30000  Metric Ton 
 
 
 
(ii) 5 MW Installed capacity (agreement 
with NTPC Vidyut  Vyapar Nigam) 

03 Organization - 3 Mainly Transmission System (i) 99.82% 
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Transmission 
(National Level) 

Performance: (i) 
Availability 
(ii) CKM 

 
 

(ii) 163695 CKM 
04 Organization - 4 Transmission 

(State Level) 
CKM (i) 509CKM (400KV Line) 

(ii)927 CKM (220KV Line) 
(iii)3169CKM (132KV Line) 
(iv)14 CKM (66 KV Line) 
 

05 Organization - 5 Transmission. 
Also in 
Generation & 
Distribution 

MW/CKM 1. Generation: 
Budge Budge Generating Station - 750 
MW  
Southern Generating Station - 135 
MW  
Titagarh Generating Station - 240 MW 

2. HT Distribution 
11 & 6 KV UG - 6886 Ckt. Km.  
11 & 6 KV OH -        87 Ckt. Km.  
3.3 KV UG -    21 Ckt. Km 
 

 
Table 3 : Sample organizations: Capacity in respective fields of operation 

 
Abbreviations:  MW - Megawatt, KV - Kilovolt, UG -Underground, OH - Overhead, Ckt. Km. - Circuit Kilometre. 
 
2.3 Sampling Technique, Sample size and Frame 

The following detail will be helpful in understanding sampling technique, sample size and sample frame relating to the study 

Sampling Technique :  Purposive Sampling technique has been adopted. Those respondents who are familiar & well aware, engaged 
and involved of the KM interventions of their respective organizations, mainly engineer and above rank, have been selected. 

Sample Size :  Collected  information from a total of 321 respondents  

Sample Frame : HR Department has provided the list of employees who have been approached for questionnaire survey 

3.  Analysis & Interpretation 

Mean is a descriptive statistic that researchers commonly use to characterize the data from their studies. 

3.1 Learning (L&D, Training etc.) 

To compete in highly dynamic environment, the organizations must emphasise on continuous learning because customer’s needs and 
preferences are rapidly changing and to satisfy those requirements, organization must seek and learn the new ways. These new ways 
and methods can only absorbed by the organization through learning. Organizational learning enhances the organization knowledge 
capability and knowledge assets. Consequently organizational learning strengthens the knowledge transformation process because 
when employees learn that they require to share their experiences and knowledge with others who really need current knowledge to 
fill the knowledge gap. Wijenhoven(2001) states that organizational learning urges the people to strengthen  the organizational 
knowledge base. Organizational learning enhances the interaction among the employees so that knowledge sharing, integration and 
dissemination achieved. Peter Drucker (1993) explained that organizational learning will boost the quality and quantity of the 
knowledge and accumulation of data amidst a dynamic environment. Organizational learning will enhance the capacity to inculcate 
new knowledge and its application. 

In this study, attempts have been made to assess Learning & Development aspect  through the questions on (i) whether the 
respondents in each of the organizations consider training as a conscious learning tool (ii) whether any learning forum has been 
created in the respective organizations (iii) whether the concerned organizations use learning to support existing core competencies 
and generate new ones (iv) whether flexibility and a desire to innovate drive the L&D process and (v) whether the organizations under 
study have internal with reference to employee learning. 
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Mean   Values 
 

Orgn/Factors 
L&D/ 
Training 

Orgn.5 4.34 
Orgn.2 4.00 
Orgn.3 4.49 
Orgn.4 4.12 
Orgn.1 4.41 

Table 1:Mean Value on L&D/Training 

 

Fig 1: Mean value of L&D/Training- Comparative position 

From the above analysis, it has been observed that on the parameter of Learning & Development/Training, as per feedbacks received 
against variables as stated above, Org 3 is of highest level followed by Org 1,Org 5, Org 4 and Org 2 respectively.  
Following are some of the Learning initiatives as observed in organizations under study: 
Organization 1: Training policy of Org 1 envisages minimum 7 man days of training per employee per year. Their philosophy is to 
develop their own training systems and deliver training internally as far as possible. Hence, it has developed its own training 
infrastructure, which comprises of:  
 Power Management Institute(PMI)– It is the apex training institute located in NOIDA, close to the company headquarters, it 

houses a world class training infrastructure. It has two residential hostels with internet broadband facility in each room. PMI has 
multiple training and conference rooms fitted with the latest audio visual training aids. The PMI auditorium has a seating capacity 
of 300 and hosts many conferences at national and international level. 

 Employee Development Centres- Employee Development Centres (EDCs) are located at all projects and stations and take care 
of training needs of employees at the unit. They have a similar infrastructure as that of the PMI and have a dedicated staff of 150 
employees. EDCs serve to meet the training needs that can be catered to locally. 

 Simulator Centres – This organization is the proud owner of three simulator training centres, for coal based sub-critical and 
super-critical plants, which are the amongst the best in the country. The sub-critical simulators are at Korba (Chattisgarh) and 
Super Critical Simulators are at PMI, Noida and Sipat (Chattisgarh) . In addition sub-critical simulators are being installed at 
Solapur (Maharastra) . These simulator centres are meant to give experience of operating a power plant to engineers. It also 
extends this facility to many other organisations in power industry or equipment manufacturers who send their employees for 
training at our simulator centres. 

 On-line training facility - PMI has leveraged IT driven platforms like e-Learning, Video Conferencing and Web Conferencing to 
provide training at the desktops of its employees. With the acquisition of the latest version of the Web-conferencing software, it is 
possible for faculties to conduct classes sitting at their own workplace anywhere in the world. 
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 Planned Interventions - To address organisational issues and goals in order to increase performance of its employees, it has a set 
of planned interventions designed for each stage in a person’s career. Each of these is a custom made, medium term training 
programme, specifically designed to give developmental input at a particular stage in the person’s career. 

Organization 2: It has established a unique institution which deals in professional development of Engineers, Supervisors & 
workforce initially to meet growing need of trained manpower in power sector. 

 It aims to establish a strong ground to provide the service to the nation as a whole and particularly to the power sector. It imparts 
training in different disciplines like Environment Management, Civil Design and Quality Control, Transmission & Sub-station, 
Planning of Power Systems, Quality Management, Safety Management, Behavioural Management extending to the students, 
industries and Government agencies. 

 
Organization 3: Organization 3 has the following objectives behind its L&D initiatives: 
 To build a structure and a framework for faster dissemination of information, ideas, trends, benchmarks and best practices. 
 To architect a learning process where employees will have ample opportunities to self -development. 
 To implement HRD training solutions and interventions for upgrading knowledge, skills and attitude of all employees for 

qualitative improvement in performance. 
 To integrate HRD with business strategy and implement HRD interventions keeping pace with the changing business scenario and 

latest trends in technology and management. 
 To establish strategic alliances with national/international management/educational institutes and the industry to inculcate an 

outside-in perspective and a global mindset. 
 To extend HRD interventions for the development of stakeholders. 
Organization 4: It has tie up with National Power Training Institute, Durgapur and other institutes of repute. It conducts training of 
technical, behavioural, Commercial, Safety, Environment, Quality etc. 

Organization 5: The organization has established the Asia Institute of Power Management (AIPM) to share modern technology and 
best practices for capacity building of Executives and Employees working in Generation, Transmission and Distribution segment of 
the Power Sector with proven excellence in quality, reliability and service delivery.  It has also setup a state-of-the-art simulator to 
disseminate modern processes and practices in thermal generation. The institute, backed by the vast repository of knowledge and 
experience, in all segments of power business is committed to accomplish the target mission “24x7 Power for All”. AIPM is 
specialised in Training Need Assessment and designing training programmes for Power sector employees offers training services in 
AT&C Loss Management, Smart Grid, Asset Management, Efficiency Improvement, Reliability Improvement and best HR Practices. 
AIPM is committed to provide value added consultancy services in network planning, IT applications, Digitizing Power networks and 
business process re-engineering. 

3.2 Innovation (Technology, ICT etc.) 

The basic objective of innovation is to make value for the business. In today’s competitive era, innovation may be considered as a soul 
to the business because through innovation organizations produce unique products and services. Innovation is 
additionally important due to the rapid change in taste and preferences of the customer of emerging and developed markets. The 
organizations which are not much capable to supply innovative products and services are going to be extinct from the industry by the 
competitors because for top tech and high performance industries, innovation works as a fuel for the organizational growth.  
In this study, attempts have been made to assess Innovation through the questions on (i) whether technology is a key enabler in 
ensuring that the right information is available to the right people at the right time in the organizations (ii) what kind of innovations 
are done in these organisations. 

Mean   Values 
 Orgn/Factors Innovation 

Orgn.5 4.16 
Orgn.2 3.73 
Orgn.3 4.57 
Orgn.4 3.87 
Orgn.1 4.3 

Table 2:Mean Value on Innovation 
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Fig 2 : Mean value of Innovation - Comparative position 

From the above analysis, it has been observed that on the parameter of Innovation, as per performance according to feedbacks 
received against variables as stated above, Org 3 is of highest level followed by Org 1,Org 5, Org 4 and Org 2 respectively.  

Following are some of the Innovation linked initiatives as observed in organizations under study: 

Organization 3 -Unified load despatch and communication project ("ULDC"), One Nation’ – ‘One Grid’ – ‘One Frequency’ 
successfully accomplished , controlling the existing load despatch centres in the country with a view to achieve better grid 
management and operation. Excellence in CSR & Sustainability 

It has over the years has adopted latest and cutting-edge technologies for transmission system reliability & availability, optimization of 
RoW, Capacity upgradation, safety and security. Some of the notable includes EHV/UHVAC systems up to 1200kV, HVDC systems 
Bi-pole & Multi-Terminal up to 800kV, VSC based HVDC systems for bulk power transmission, High Surge Impedance Loading 
Lines, HTLS conductor, Multi-circuit and narrow base/mono-pole structures, FSC/TCSC in transmission systems for capacity 
upgradation & optimization of RoW and SVC, STATCOM, Digital Substations, RIP bushings, Transmission Line Arrestors, 
Geographic Information tools, Controlled Switching, Advanced monitoring & analysis techniques to enhance the system reliability 
and availability. 

Organization 1- has introduced numerous initiatives that seek to enhance the creativity, innovation and spirit of healthy competition 
among its employees. These platforms give individuals the opportunity to enhance their personal growth, and at the same time, 
contribute to the organization. These initiatives include Open Competition for Executive Talent (a theme based annual competition), 
Business Mind Games (Simulation Game Challenge). An annual quizzing event, Medha Pratiyogita, for employees and families is a 
unique employee engagement activity. In addition, 150+ active Professional circles and nearly 2000 employees participation in the 
Quality Circles to find solutions to problems in shop floor level has taken place. 

Contributing to the neighbourhood, Equal Opportunity Employer, Branding, HR shared services (A Shared HR Services Group from a 
common location in the region delivers these services resulting in reduction of manpower engaged in these activities and greater 
economies of scale due to centralization of activities. Application status can be tracked at employee’s end resulting in greater 
accountability. Also, with no requirement of sending hard copies to HR the functioning supports the paperless initiative of the 
company.), Medical- telemedicine, smart card, Quality of Work Life, Employee Welfare etc. 

Organization 5: Innovative practices for Organization 5 are as follows: 

1. Underground 132kV Substation (First in India) 
2. Using AMR system as Outage Management Tool 
3. Pillar Box Automation through SMS 
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4. DT Metering & Management System for Operation and Planning 
5. Power Fail Alert for VIP Consumers 
6. Self-healing Distribution Station 
7. SMS based FPI Alarm and Reset System for RMUs 
8. Smart Condition Monitoring 
9. Centralised Protection & Disturbance Record Management 

Organization 2: Innovative practices include: 

1. Focus on integrating sustainability thinking into every aspect of the business lifecycle by constantly evaluating energy efficiency 
of the projects, improved resource use and social responsibility. 

2. Inclusive, innovative and global approach enables customers meet their power challenges on time and within budget. Best-in-
class manufacturing, technical and execution abilities facilitate us to effectively execute turnkey projects from conception to 
commissioning.  

3. Refinement of execution abilities by implementing SAP technology for project execution 
4. Strategic tie-up with Tata Steel has resulted in a zero-scrap policy in the Company as scraps are used to manufacture various 

components for Industrial Sector  
5. Adoption of the single project sheet system to handle projects in progress 
6. Enterprise strategy thrives on achieving unmatched value for synchronized deployment of resources to geographically dispersed 

locations. All  projects are executed in an advanced safety culture supported by efficient and economical technologies that ensures 
certainty of outcome and further augments our project delivery expertise that enable us to provide superior value to all 
stakeholders. 

Organization 4:Innovative practices in Organization 4 are as follows: 

The Company has undertaken several technological innovations aimed at minimizing impact on natural resources and human habitat 
and cost effectiveness in evacuation of power from generating stations with a focus on long term sustainability. It is committed to 
establishing and maintaining an efficient and effective ‘Grid’ with due regard to time, cost, technology and value addition, Sustainable 
development through conservation of natural resources and adoption of environment friendly technology on principles of Avoidance, 
Minimisation and Mitigation; Ensure safe, occupational hazard free and healthy work environment, to the satisfaction of stakeholders 
in all spheres of its activities and endeavour to continually improve its management systems and practices in conformity with legal and 
regulatory provisions. 

3.3 KM Adoption & Implementation 

in order to minimize the risk of failure to adopt a  
KM  system,  a  company  needs  to  choose  the  system  based  on  functional,  non-functional  and  transitional  
requirements for the system, as well as organizational strength and capacities. A particular KM system should be  
chosen, only  if the system can meet all  the  requirements  of  KM processes. The organizational structure and the  
system functionality should be  matched  before  adopting  the system. 
in order to minimize the risk of failure to adopt a  
KM  system,  a  company  needs  to  choose  the  system  based  on  functional,  non-functional  and  transitional  
requirements for the system, as well as organizational strength and capacities. A particular KM system should be  
chosen, only  if the system can meet all  the  requirements  of  KM processes. The organizational structure and the  
system functionality should be  matched  before  adopting  the system. 
The business environment is more competitive than ever before. Organizations face extensive challenges from their competitors. 
Only the organizations who can manage their own resources properly and becoming cost effective or innovative can survive at the end 
of the day. Managing and retaining knowledge workers becoming a challenging task for several organizations, especially with the 
number of companies and number of job offers are being increased for the specialists of any field in recent years. As a measure 
towards minimising risk of failure to adopt a KM system, an organization must choose the system based on functional, non-functional 
and transitional requirements for the system, alongwith organizational strength and capacities. 

In this study, attempts have been made to assess KM adoption and implementation aspect through the questions on (i) whether 
Knowledge Gaps are systematically identified and well-defined processes are used to close them (ii) whether the organization has 
formalized the method of transferring best practices, including documentation and lessons learned (iii) whether internal staff rotation 
is actively encouraged to spread best practices and concepts (iv) whether the organization has invented ways to link knowledge to 
financial results (v) whether Knowledge sharing is seen as strength and knowledge hoarding as a weakness.(vi) whether management 
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consult the employees before launching new programs (vii) whether top Management recognises KM as a crucial  part of the business 
strategy (ix) whether the organisation systematically assesses its future knowledge requirements and executes plans to meet them. 

Orgn/Factors 
Mean Value on KM Adoption & 
Implementation 

Orgn.5 4.06 

Orgn.2 3.52 

Orgn.3 4.12 

Orgn.4 3.63 

Orgn.1 4.12 
Table 6:Mean Value on KM Adoption & Implementation 

 

Fig.4.: Mean value of KM Adoption & Implementation- Comparative position  

From the above analysis, it has been observed that on the parameter of overall KM Adoption, as per performance according to 
feedbacks received against variables as stated above, Org 3 and Org 1 are highest amongst the organizations under study and performs 
at the same level, followed by Org 5, Org 4 and Org 2 respectively.   

Following are some of the KM adoption and implementation initiatives as observed in organizations under study: 

Organization 1: In organization 1,an IT enabled Knowledge Management System helps in capturing, assimilating and retrieving 
unstructured and structured knowledge. Thus, not only a repository of knowledge-based documents is being created, but also, tacit 
knowledge sharing is being facilitated by the interactions. Activities relating to transfer of best practices have been moderately 
executed. 

Organization 3: In organization 3, knowledge gaps are systematically identified and well defined processes are taken to close them. 
Systematic assessment of future knowledge requirements along with necessary plans are prevalent to a high extent where Management 
recognises KM as important part of business strategy. Linking knowledge to financial results is of high extent. Transfer of best 
practices has been formalised and internal staff rotation is actively encouraged to spread best practices. 

Organization 4:In organization 4, moderate identification of Knowledge gaps and steps are taken to close them. Systematic 
assessment of future knowledge requirements along with necessary plans are prevalent to a high extent where Management recognises 
KM as important part of business strategy. Linking knowledge to financial results is of moderate extent. Transfer of best practices has 
been formalised and internal staff rotation is moderately encouraged to spread best practices. 

Organization  5: Knowledge gaps are systematically identified and steps are taken to close them. Transfer of best practices has been 
formalised and internal staff rotation is encouraged to spread best practices. Linking knowledge to financial results is of high extent. 
Consultation with employees take place prior to any new launch. Systematic assessment of future knowledge requirements along with 
necessary plans are prevalent to a high extent where Management recognises KM as important part of business strategy. 
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Organization 2: Moderate identification of Knowledge gaps and steps are taken to close them. Systematic assessment of future 
knowledge requirements along with necessary plans are prevalent to a high extent where Management recognises KM as important 
part of business strategy. Linking knowledge to financial results is of moderate extent. Transfer of best practices has been formalised 
and internal staff rotation is moderately encouraged to spread best practices. 

3.4 Knowledge Sharing & Dissemination 
In this study, attempts have been made to assess knowledge sharing & dissemination aspect  through the questions on (i) whether 
“Tacit” knowledge (what employees know how to do, but cannot express) is valued and transferred across the organization (ii) 
whether the Teams mutually share relevant knowledge to function & perform better (iii) whether there is any existence of advisory 
board and internal meeting to exchange knowledge in organization (iv) whether Knowledge sharing is prompted most effective in so 
far as it is incorporated in Organization’s strategic activities (v) whether Meetings are used as a means of transferring Knowledge in 
organization (vi) whetherformal networks exist to facilitate dissemination of knowledge in the organization (vii) whether the 
organization encourages and facilitates knowledge sharing. 

  

Orgn/Factors 
Mean Value on Knowledge sharing 
& Dissemination 

Orgn.5 4.125 

Orgn.2 3.5 

Orgn.3 4.29 

Orgn.4 3.7 

Orgn.1 4.22 
 

Table 7:Mean Value on Knowledge sharing & Dissemination 

 

 

Fig.5:Mean Value on Knowledge sharing & Dissemination-Comparative position 

From the above analysis, it has been observed that on the parameter of overall Knowledge dissemination, as per performance 
according to feedbacks received against variables as stated above, Org 3 is of highest level followed by Org1, Org 5, Org 4 and Org 2 
respectively though there is no major difference in this aspect has been observed. 

Following are some of the knowledge sharing and dissemination practices as evident in organizations under study: 

Organization 1: “Tacit” knowledge (what employees know how to do, but cannot express) is valued and transferred across the 
organization to a high extent. Teams mutually share relevant knowledge to function & perform better. Existence of advisory board and 
internal meeting to exchange knowledge in organization is available to a high extent. Knowledge sharing is incorporated in 
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Organization’s strategic activities. Meetings are used to a high extent as a means of transferring Knowledge in organization. Formal 
networks exist to facilitate dissemination of knowledge in the organization. The organization encourages and facilitates knowledge 
sharing to a high extent. 

Organization 2: Both Project & Office Teams mutually share relevant knowledge to function & perform better and to solve issues. 
There is existence of Core Committee and internal meeting to exchange knowledge in organization takes place as per requirement. 
Knowledge sharing is prompted most effective. Formal networks exist to facilitate dissemination of knowledge in the organization. 
“Tacit” knowledge is valued and transferred across the organization to a moderate extent. The organization encourages and facilitates 
knowledge sharing to a high extent. 

Organization 3: Knowledge sharing is incorporated in Organization’s strategic activities. Meetings are used to a high extent as a 
means of transferring Knowledge in organization. Formal networks exist to facilitate dissemination of knowledge in the organization. 
The organization encourages and facilitates knowledge sharing to a high extent. Teams mutually share relevant knowledge to function 
& perform better. “Tacit” knowledge is valued and transferred across the organization to quite a high extent. Existence of advisory 
board and internal meeting to exchange knowledge in organization is available to a high extent.  

Organization 4: Knowledge sharing is prompted most effective in so far as it is incorporated in Organization’s strategic activities. 
“Tacit” knowledge (what employees know how to do, but cannot express) is valued and transferred across the organization to a 
moderate extent. Teams mutually share relevant knowledge to function & perform better. There is existence of advisory board and 
internal meeting to exchange knowledge in organization is to a high extent. Meetings are used to a good extent as a means of 
transferring Knowledge in organization. Formal networks exist to facilitate dissemination of knowledge in the organization The 
organization encourages and facilitates knowledge sharing to a high extent. 

Organization 5: Existence of advisory board and internal meeting to exchange knowledge in organization is available to a 
considerable extent. Knowledge sharing is incorporated in Organization’s strategic activities. Formal networks exist to facilitate 
dissemination of knowledge in the organization. The organization encourages and facilitates knowledge sharing to a high extent. 
“Tacit” knowledge  is valued and transferred across the organization to a good extent. Teams mutually share relevant knowledge to 
function & perform better. Meetings are used to a high extent as a means of transferring Knowledge in organization.  

4. Conclusion and Suggestion  

Following table indicates Mean values of all four different factors mentioned above. This descriptive statistics has been used to 
characterise the data and to understand the comparative positions by using mean values. 

Mean Values (With Ranks) 

   
  

Orgn/Factors 
Mean Value of 
Learning/Rank 

Mean Value of 
Innovation/Rank  
 

Mean Value of 
KM Adoption & 
Implementation/ 
Rank 

Mean Value of 
Knowledge 
sharing & 
Dissemination/ 
Rank 

Orgn.5 4.34 (III) 4.16  (III) 4.06 (III) 4.13 (III) 

Orgn.2 4.00  (V) 3.73  (V) 3.52 (V) 3.5  (V) 

Orgn.3 4.49  (I) 4.57 (I) 4.12 (I) 4.29 (I) 

Orgn.4 4.12 (IV) 3.87 (IV) 3.63 (IV) 3.7  (IV) 

Orgn.1 4.41 (II) 4.3  (II) 4.12 (II) 4.22 (II) 
 

It has been observed from the above analysis that two major and relevant factors of Knowledge Management i.e. ‘KM Adoption & 
Implementation’ and ‘Knowledge Sharing & Dissemination’ are linked with ‘Organizational Learning’ as well as ‘Innovative 
practices’ for all the organizations under study in a way that their individual ranking corresponds with other factor(s). A general trend , 
as evident from the Mean Analysis demonstrates that the above four factors , when analysed with reference to the organization under 
study , makes a similar organization-wise ranking. Organizational learning and innovation are dependent on access to knowledge 
(King, 2009, Grillitsch & Rekers, 2015). Ju et..al., (2006) argued that in order to get competitive advantage , organizations should 
continuously learn from outside sources. Thus, proper sharing of knowledge and distribution of proper information about 
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changes within the same industry will result into further innovative practices. So, organizations must develop such channels within the 
same industry, buy  new journals and magazines where  latest case studies of the same field are going to be published for 
their employees, encourage their people to brainstorm with the prevailing problem situations within the company and also to invite 
external experts in order that a knowledge pool is made . All of  these will work like enthusiastic exercises for employees and can also 
enrich them towards further thinking and dealing out with some new practices. These processes support organizational processes 
involving innovation, individual learning, collective learning and collaborative decision making. The “intermediate outcomes” of KM 
are improved organizational behaviours, decisions, products, services, processes and relationships that enable the organization to 
enhance its overall performance. 

The results and findings of this research have some practical implications for business organizations in general and power sector 
organizations specifically. It suggests that knowledge sharing, dissemination along with knowledge management adoption and 
implementation by way of creation, acquisition, transferring knowledge as well  as creating organizational memory for organizational 
knowledge helps organizations in cultivating product, process, and administrative innovation also as promotes sustainable 
organizational innovation. Such findings recognize the critical  part of knowledge management and organizational learning in starting 
and managing organizational innovation as well as sustaining it. To promote creation, acquisition, application, and sharing of 
knowledge for developing competitive advantages, managers can use several learning mechanisms. Moreover, concentrating more on 
activities associated with knowledge management and organizational learning in these firms can devise the basis for new, 
innovative, and creative ideas as well as thoughts, which can ultimately end in better and sustainable organizational innovation.  

Special attention from managers and practitioners is required to perform all knowledge management related activities. The knowledge 
management system adopted by an organization must be integrated with its process of innovation. The organizations need to enhance 
their employees’ skills and capabilities to be able to deal with the available knowledge during which different KM and Learning 
interventions play a lead role. The organizations also need to increase their spending on strengthening and developing existing 
knowledge management systems. Organizational learning is considered as an essential component towards complete  realization of  
the benefits of knowledge management in terms of innovation.  The worth of organizational learning in an organization are 
often realized through the development in abilities, skills, knowledge, and aptitudes of employees while performing different 
organizational activities and assignments. Therefore, organizations in general and power sector organizations in specific, are 
recommended to encourage organizational learning activities to enhance the effectiveness and efficiency of organizational 
operations as well as to enhance innovative abilities. The findings of the current study are limited to a selected region as well as  to a 
specific sector. Future researchers are advised to concentrate on other areas and sectors to draw comprehensive solutions. 
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