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[bookmark: _Toc575377778]1.0 Introduction
‘These are challenging times for organisations everywhere. Forces from Artificial Intelligence, economic uncertainty and geographical fragmentation... are redefining how leaders create value and sustain performance.’ Krivkovich et al (2026).
In today's hypercompetitive and dynamic economic landscape, organisations across all sectors face intense pressures to adapt, innovate and leverage creative capital to sustain a competitive edge. This report critically examines the practical integration of creativity and innovation within Cambrian Training Company (CTC), contextualised through the professional perspective of a Training Officer (TO). As the leading training provider in Wales, CTCs long term viability and market relevance heavily depend on how effectively the e-portfolios provided by City and Guilds, maintains the Training Officer performance through performance tracking software and fostering an adaptive, forward-thinking workforce. In an era defined by rapid technological disruptions, such as Artificial Intelligence (AI), automated learning pathways and shifting corporate client demands; relying on traditional, static learning business models no longer suffice. Instead, institutions must embed innovation directly into their operational DNA.
The purpose of this report is to critically evaluate CTCs innovation architecture, assess its organisation capacity to harness employee creativity and analyse the cultural and structural enablers or barriers present within the company. To achieve the practical evaluation, the report will use a variety of management frameworks and theories such as; Cooper (2011) Stage-Gate model, Bessant & Tidd's (2013) Innovation Funnel, Amabile’s (1996) Three Component Model of Creativity, Amabile and Pratt’s (2016) Work Environment Dimensions and Nonaka and Takeuchi’s (1995) SECI Model of Organisational Knowledge and Knowing.
This report also explores practical industry benchmarks, to examine how market-leading enterprises such as Apple, Tesla, IDEO, LEGO, Procter & Gamble, Cisco, IBM and McKinsey & Company successfully implement these theoretical models to maintain market dominance and operational resilience. By critically mapping these concepts onto CTC’s daily operations, structural challenges and human resource dynamics; this report aims to deliver strategic, evidence-based recommendations designed to incorporate workplace practices.


[bookmark: _Toc1501333162]2.0 Critical Reflection of the Innovation Concept
This section identifies the difference between invention and innovation, exploring how market-leaders like Apple and Tesla institutionalise commercial impact. This section will also critically evaluate CTC’s historical reliance on routine administrative course updates rather than transformative educational delivery.
[bookmark: _Toc494203218]2.1 Defining Invention Versus Innovation
“Many people think innovation is simply a fancy new word for invention, wrongly assuming that they are effectively one of the same.” Herbert (2016).
To evaluate innovation effectively at CTC, it is necessary to understand the concept of innovation and how it entails with contemporary management literature. A common misconception, as Dan Breznits (2021) discovered when starting up his software company, is that there is often a confusion between invention and innovation. Invention refers to the creation or conception of a new idea or product. Innovation is a broader, systemic process that encompasses the entire journey from the conception through to the successful commercialisation and implementation of that idea, turned into the marketplace or operational practice. Innovation is a well-managed organisational capability requiring strategic alignment, resource commitment, risk management and a workplace culture that supports and welcomes experimentation.
In the context of Work-Based Learning (WBL) services like CTC, innovation can wear different hats. Whether it is a new curriculum for a Level 2 qualification, an easier software to track Key Performance Indicators (KPIs) or a new way for TOs to track availability of company cars, all of these require successful implementation with employee backing, understanding and realisation of the value and cost it could have on the company to ensure these ideas do not remain sterile and devoid of strategic utility.
[bookmark: _Toc1203595822]2.2 Market Benchmarks in Commercialising Innovation
“Apple not only transformed industries and created new markets, but elevated the role of technology in everyday life," Pazzanese (2026).
Market leaders across various sectors exemplify the holistic definition of market benchmarking and commercialisation by institutionalising the journey from invention to commercial impact. For example, research from Pazzanese (2026) identified that Apple’s trajectory moves from raw technical invention to dominant commercial impact by benchmarking three core phases; technological prototyping, ecosystem lock-in and service monetisation. 
Similarly, Shildt (2020) identified that Tesla re-engineers not only automotive products but the entire manufacturing, energy storage and distributing paradigm. Following the similar benchmarking, rather than relying on tv sponsorships and dominance, Tesla found dominance through energy innovation, direct-to-consumer scaling and social media.
The main difference between these two companies is their leadership styles. Research from the VSI (2024) tells us that Apple relies on operational excellence and incremental innovation whereas Tesla take advantage of the visionary, risk taking and disruptive innovation approach.
[bookmark: _Toc418404197]2.3 CTCs Operational Realities, Strategic Shifts and Workplace Culture
Innovation in CTC takes a different perspective from the likes of Apple and Tesla, mainly due to the ever-changing hospitality qualification market. Evaluating Cambrian Training Company's innovation approach reveals a reliance on routine and incremental updates to existing training materials rather than engaging in transformative educational service delivery. While these adjustments maintain baseline compliance in qualifications like the Level 3 handbook, it shows a defensive mindset rather than service design. Firsthand observations as a Training Officer demonstrate that CTC’s workplace culture prioritises error avoidance and strict administrative targets over creative experimentation. High caseload expectations, meeting cancellations and extensive travel along the M4 corridor introduce cognitive fatigue.
To achieve a true competitive advantage across Wales, CTC leadership must critically evaluate and transform its organisational capacity to harness frontline employee insights. For instance, Training Officers routinely observe learners in high-pressure workplace settings but rely on memory or traditional written notes, which risks observational inaccuracy. Shifting the workplace culture toward innovation involves integrating modern technologies, such as text-to-speech tools, tablet devices or AI-assisted observation software to simplify admin tasks. By broadening the corporate understanding of innovation from basic course maintenance to comprehensive service modernisations, CTC can transition its workplace culture from defensive compliance to proactive industry leadership in the vocational training sector.


[bookmark: _Toc1881337025]3.0 Creative Thinking at Individual, Team, Organisation and Industry Levels
This section breaks down creativity across four distinct operational tiers, using Amibile’s model for individual motivation, examining psychological safety and IDEO-style teams and exploring open innovation ecosystems inspired by LEGO to resolve CTCs structural breakdown.
[bookmark: _Toc1415687703]3.1 Individual Level
“Creativity in the workplace enables teams to adapt more effectively and stay competitive in an AI driven economy.” Dalton (2025). Creativity serves as an essential ingredient for innovation. At an individual level, creativity relies heavily on Amabile's (1996) three component model (Appendix A). This theory suggests that individual creativity is a function of expertise, creative thinking skills and intrinsic motivation. Expertise encompasses the technical knowledge, technical skills and academic background an individual has in their field. The creative thinking skills involve pathways characterised by flexibility, the ability to break mental sets and problem-solving approaches. Intrinsic motivation refers to the internal passion, enjoyment and personal interest in the work itself, whereas extrinsic motivation differs due to external rewards and pressures.
Leading innovative companies such as Google intentionally structured individual roles to safeguard and amplify these three components. Research by Weatherby (2019) shows us that Google implemented a 20% rule. Meaning that whilst maintaining 100% work effort, staff can dedicate a further 20% of time to side-projects if they wish, as long as it is approved by the manager, main duties are carried out to a sufficient standard and is of value to Google. This practice stimulates intrinsic motivation and cognitive flexibility, enabling employees to apply their domain expertise to self-directed and highly creative ideas that use groundbreaking products like AdSense and Gmail. Whilst this is an innovative policy, research from D’Onfro (2015) found that “20% time was as good as dead”, as employees couldn’t fit in this extra time, whilst maintaining the management expectations.
CTC use Amabile's model in the recruitment phase. By hiring industry experts in hospitality and providing top level assessor training, they are employed with domain expertise in delivery and the hospitality industry. On the other hand, heavy administrative workloads, meeting cancellations and transportation to organisations sets in cognitive fatigue. Operational pressure crushes intrinsic motivation, reducing high-quality observations and session plans, often leading to copy-paste exercises to meet KPIs. To foster creativity at an individual level, CTC must actively protect time for cognitive exploration and shield frontline staff from administrative overload.
[bookmark: _Toc2114580693]3.2 Team Level 
While individual creativity is crucial, major innovations rarely emerge in isolation, ideas like project pitlane in the formular one would never have existed without the use of diverse perspectives and the brainstorming of ideas. Project Pitlane (2020) is the prime example of Team Level creative thinking. During the COVID 19 outbreak, 7 UK based F1 teams collaborated to reverse engineer medical devises to support scaling the production of existing ventilator designs. Focusing on the core skills of the F1 industry such as rapid design, prototype manufacturing and test and skilled assembly.
Leading innovation consultancies like IDEO optimise team-level creativity through the deployment of multi-disciplinary team pods. “Pods could be the future of leadership and organisational design” Hutcheson (2025). At IDEO teams comprise of anthropologists, engineers, business strategists and graphic designers to intensively collaborate on product development. By combining diverse cognitive frameworks within a psychologically safe environment, IDEOs teams routinely challenge legacy assumptions and rapidly prototype disruptive solutions for global clients.
In contrast, CTC have teams but are isolated. Not only is there a North and South Wales divide, but the teams are also Hospitality TOs, HR, Directors, iPEGs support and a helpline. Administrative decisions are made in executive offices without frontline consultation, while TOs operate from the South Wales office and travel the length of the M4 corridor to see learners with minimal peer collaboration once a year. These silos restrict cross-functional team creativity, prevent multi-perspective problem-solving and heightens the defensive organisation climate where staff hesitate to share experimental ideas. To unlock team-level creativity, CTC must intentionally dismantle these structural barriers by establishing multi-disciplinary curriculum pods, directors, TOs under high conditions of psychological safety.
[bookmark: _Toc1801639196]3.3 Organisation and Industry Level: Creative Thinking and Ideation in Workplace Culture
“Creativity and innovation are important across all industries because business challenges require inventive solutions” Boyles (2022).
At the organisational and industry level, creative thinking transforms abstract concepts into structural innovation, strategic adaptation and market disruption. Successful enterprises foster ideas by embedding a collaborative workplace culture using formal input channels, such as suggestion portals and cross-functional brainstorming sessions, which gather diverse perspectives, solve complex operational challenges and boost workforce morale. Market leaders like LEGO demonstrate how an empowering workplace culture can scale internal creativity into an open, industry-wide ecosystem. Through initiatives like LEGO Ideas (2024), the organisation crowdsources product design from external consumers, turning community-driven concepts into commercialised product lines. Furthermore, dedicated environments like the LEGO House (2024) foster a supportive workplace culture where employees can grow their career prospects, as illustrated by staff progressing from operational roles into executive leadership.
In contrast, an evaluation of CTC’s workplace culture highlights a restrictive reliance on closed, retrospective feedback mechanisms. Currently, CTC collects feedback primarily through post-qualification learner satisfaction surveys, which gauge past performance rather than soliciting forward-looking, creative ideas within the daily workplace culture. Although CTC holds a leading position in the Welsh hospitality training market, maintaining this advantage requires transitioning toward an open innovation workplace culture
 Open innovation would allow them to “collaborate beyond their own walls” Lloyd 2025). By engaging with the Welsh Government’s education sector, external training providers and software developers, CTC can bypass the strict content limits imposed by awarding bodies like City & Guilds. Building open ideation channels will enable CTC to systematically capture frontline insights, foster a workplace culture of creative ownership and scale educational innovations across the broader industry.


[bookmark: _Toc1066594834]4.0 Critical Breakdown and Differentiation of Innovation Models
This section evaluates and contrasts structured governance models, analysing Coopers Stage-Gate framework alongside Procter and Gamble, Bessant & Tidd's Innovation Funnel with CISCO and then exploring the differences between traditional closed-door management with a modern open innovation style.
[bookmark: _Toc21275679]4.1 Coopers Stage-Gate Model
“The State Gate model has served as the dominant framework for managing new project development” Edgett (2022). To manage the journey from a creative concept to commercial launch, organisations require robust structural models. One of these being the Coopers Stage-Gate Model (2011) (Appendix B) which is a highly structured linear framework that breaks down the complex innovation process into distinct and manageable stages including scoping, business case building, development, testing and launch. Each stage involves a rigorous quality-control gate where multi-functional decision makers evaluate the project against predefined financial, strategic and operational criteria to make a definitive decision, proven in the research by Plug and Play Tech Centre (2025). 
Procter & Gamble use a customised version of the Stage-Gate Model, known as Synchronised Innovation for Managing Product Launches (SIMPL). Jain (2024) discovered that by Procter and Gamble following this method, it assists them with streamlining their product development process, reduces the time from factory to market and improves the efficiency of new products.
The use of the Stage-Gate model at CTC, it offers significant value for if they were to come up with their own e-portfolio. It would ensure that investments from the Welsh Government and external sources are preceded by thorough market demand analysis, this is a must because the current City & Guilds e-portfolio has not been updated for more than 10 years. Therefore, creating one that is designed by TOs and learners alike, if they were to send out a feedback form to learners about the capability of the current e-portfolio, they could create, review and pilot a new e-portfolio to get into the competition of e-portfolios. 
However, because Cooper’s model was originally engineered for physical manufacturing and heavy research and development industries, a rigid, linear application risks introducing delays into fast-moving educational environments. Not only that but with CTC being a fast-paced culture, they want tasks done within the minimal timescale. This culture can have a negative effect on the team who are trying to think of new ideas get it done. Therefore, CTC must adapt Cooper’s model into a flexible hybrid model, blending structured risk-mitigation gates with iterative, rapid prototyping sprints to keep pace with evolving corporate training demands.
[bookmark: _Toc2101954967]4.2 Bessant & Tidd's Innovation Model
Bessant & Tidd's Innovation Model (2013) (Appendix C) is essentially a 4-stage framework for decision making, following the 4 Ps. If there is an innovative idea that a company wants to implement, then they will follow the 4Ps to identify if it is an incremental idea (do better) or a radical idea (do different). With the innovation in mind, the company will first establish what the product or service is that they currently provide or want to provide. They will then establish the process of how they create and deliver the product or service. They will then identify the position, which is how they want to offer the product or service. Finally, the paradigm is then created, which is how they want to advertise and promote their business and products, who the target market is and what business model they will implement.
Technology leaders like CISCO follow this model and have tweaked it to best suit them. Research from Pujols (2025) discovered that CISCO follow 3 simple things; build, buy and partner. They use internal research and development teams like Outshift by CISCO to develop advanced technologies in house. CISCO have bought over 150 companies, allowing them to absorb ready-made technology instead of building from scratch. Kowalski (2025) reported that CISCO invests into other companies, such as funding startups and pairing with major companies like Intel to partner up on co-creating products. 
By following this innovation model, CISCO automatically launch themselves into a fast market entry. Stroud (2014) tells us that ‘CISCO accelerates its growth in key markets’, allowing them to launch products faster than the traditional research and development cycle.
CTC currently lacks a systemic innovation model, because they don’t innovate new products.  Regarding administrative duties, CTC can utilise the Bessant & Tidd’s systemic model to capture, track and filter feedback from past and present learners, or corporate stakeholders. Establishing clear criteria for environmental scanning and resource allocation, CTC can ensure that high-quality educational concepts are advanced through its operational pipeline, maximising the return on investment for new curriculum development.
[bookmark: _Toc815139997]4.3 Closed Versus Open Innovation Models in CTCs Workplace Culture
“While closed innovation focuses on internal collaboration, open innovation leverages external collaboration” Team GreyB (2024).
Closed innovation operates on the assumption that an organisation must generate, develop, test and market its ideas entirely within its operational boundaries to maintain competitive control. Open innovation deliberately leverages external partnerships, academic software like the e-portfolios, beta testing and shared intellectual property to accelerate development. Global technology leaders such as IBM illustrate this paradigm shift. Bajarin (2025) identified that IBM moved away from prioritising internal patent volume toward investing heavily in collaborative open-source communities like Linux and Apache. By co-creating technological standards with external developer ecosystems, IBM demonstrated that sharing knowledge generates far greater commercial value than guarding internal processes in isolation.
Evaluating CTC’s operational structure reveals a historically closed workplace culture. Decision-making has remained concentrated at the executive director level, while delivery relying on awarding bodies like City & Guilds for fixed e-portfolio systems has created operational procedures slowing down. This closed approach creates a cultural disconnect, as frontline staff feel that software tools and administrative procedures are handed down top-down without consulting the broader workplace culture.
However, CTC’s structural transition into an Employee-Owned Trust offers a timely opportunity to embrace an open innovation workplace culture. A prime example of uncaptured internal capability occurred when a CTC employee independently coded a custom e-portfolio prototype. Under a closed management style, such organic initiatives risk being overlooked by the institutional workplace culture. By shifting to an open innovation strategy, CTC can collaborate directly with employee-developers, engage corporate clients and learners in live beta-testing and potentially patent a proprietary e-portfolio system. This shift transforms the workplace culture into co-creation, reduces reliance on third-party software vendors and builds internal digital capability.


[bookmark: _Toc1001113711]5.0 Critically Assessing Characteristics of Organisational Knowledge and Knowing
This section explores the psychological dynamics of explicit versus tacit knowledge, applying the Nonaka and Takeuchi’s SECI model and McKinsey’s benchmarking practices to transform. CTC's isolated teaching experiences into dynamic organisational knowing.
[bookmark: _Toc511984426]5.1 Theoretical Knowledge Frameworks
“The SECI model (Nonaka, 1994) is the best-known conceptual framework for understanding knowledge generation processes in organisations” Farnese, et. Al (2019). 
Organisational knowledge exists in two primary forms: explicit knowledge, which consists of structured, data like manuals and databases that are easily documented and shared. Tacit knowledge encompasses personal intuition, lived experience and context-specific insights that are difficult to formulate. Nonaka and Takeuchi’s (1995) SECI model explains how organisations create value by continuously converting knowledge across four modes: socialisation through shared experience, externalisation by articulating tacit insights into guidelines, combination by organising explicit data and internalisation through learning and doing (Appendix D).
When applied to business, the SECI model offers powerful positive benefits by preventing critical skills loss, fostering continuous improvement and accelerating the onboarding of new staff through structured socialisation and externalisation. This was proven by the Honda City car in 1981. Honda formed multi-disciplinary "brainstorming camps" Henry (2006) where young engineers shared vague, tacit ideas about modern urban transport, eventually externalising those personal insights into the concept of a "tall, short" car design that revolutionised compact automobiles.
For CTC, prioritising the conversion of tacit knowledge over static explicit data provides the greatest advantage. Because corporate training is an interpersonal service, superior learner engagement depends on an educator’s intuitive timing, cohort management and live adaptation. Capturing and scaling this tacit expertise elevates instructional quality across all departments far more effectively than circulating static course outlines
[bookmark: _Toc970326539]5.2 Business Benchmarking in Knowledge Management
Market leaders actively structure their workflows to capture both tacit and explicit knowledge streams. Research into top-tier management consultancies demonstrates that a firm's market value relies heavily on its ability to recycle intellectual capital. Studies show that when consultants exit client projects and undergo structured "debrief and capture" phases, the firm drastically cuts research hours on subsequent client engagements, allowing them to deliver solutions faster and at higher margins.
Similarly, Toyota relies on socialisation through structured floor apprenticeships, enabling veteran technicians to pass intuitive troubleshooting techniques directly to junior employees through shared practice. The famous joint venture between Toyota and General Motors at the NUMMI plant, researched by Shook (2009) in California 1995 proved that Toyota's knowledge-sharing model was a unique cultural artifact and a repeatable management science. GM workers from a previously low-performing plant were sent to Japan to shadow Toyota masters, which proves socialisation. Upon returning, they transformed the factory into one of GM's highest-quality plants, proving that tacit operational skills are best transferred through direct observation and shared experience.
For CTC, adopting Toyota-inspired peer shadowing allows junior Training Officers to shadow caseload management skills directly from senior staff and work out which one would work best for them in the future when they are trained, driving consistent service quality and operational resilience across CTC’s entire course portfolio.
[bookmark: _Toc1053176202]5.3 CTCs Capacity to Harness Knowledge for a Creative Workplace Culture
Evaluating Cambrian Training Company's overall capacity to harness creative capital reveals a fundamental tension between strict operational compliance and dynamic cultural innovation. While individual Training Officers possess extensive tacit knowledge gained through daily frontline teaching, CTC’s workplace culture historically operates under an explicit compliance model. Designing daily routines around fixed KPIs, heavy documentation requirements and standardised City & Guilds e-portfolios induce cognitive fatigue, directly intrinsic motivation within the workplace culture and a core component of Amabile’s componential model of creativity. Consequently, frontline educators frequently default to risk-averse routines to hit administrative deadlines rather than experimenting with engaging teaching methodologies. The institutional workplace culture treats knowledge as static explicit documentation rather than dynamic organisational knowing. As a result, when an individual educator develops an innovative instructional technique, it remains an isolated tacit insight rather than being externalised across the wider workplace culture.
To build a sustainable creative workplace culture, CTC leadership must address the structural silos that restrict cross-departmental collaboration and undermine psychological safety. The geographical divide between North and South Wales, combined with isolated functional teams, such as Hospitality Training Officers, HR, Executive Directors and iPEGs support, limits organic peer-to-peer socialisation and prevents the free flow of creative ideas across the workplace culture.
However, CTC’s structure as an Employee-Owned Trust provides an ideal foundation to overcome these cultural barriers. By leveraging employee ownership to grant greater structural autonomy, executive leadership can transform a top-down administrative workplace culture into an open, participatory environment. Grassroots initiatives demonstrate that creative problem-solving capability already exists within the workforce culture. Systematically harnessing this potential requires moving beyond retrospective survey collection to institute proactive ideation portals, protected innovation time and Toyota-inspired peer-shadowing networks. By embedding Nonaka and Takeuchi’s SECI framework into daily operations, CTC can convert individual frontline insights into a shared, creative workplace culture, securing both organisational resilience and a sustained competitive advantage in the Welsh work-based learning sector.


[bookmark: _Toc618538265]6.0 Conclusion
This comprehensive management report has critically evaluated CTC’s readiness to drive innovation, foster creativity, manage structural models of change and optimise organisational knowledge from the professional vantage point of a Training Officer, rigorously benchmarked against successful real-world enterprises. The critical analysis reveals that while CTC possesses deep domain expertise and a reliable operational foundation in vocational training, its long-term competitiveness is severely constrained by departmental silos, risk aversion, time scarcity and a closed-innovation mindset. 
However, CTC's structural transition into an Employee-Owned Trust presents a pivotal opportunity to transform its internal workplace culture. By moving away from top-down administrative models and embracing open innovation ecosystems, leadership can systematically empower frontline employees. Adapting agile Stage-Gate governance models, establishing dedicated ideation channels and embedding Nonaka and Takeuchi’s SECI framework into daily operations will allow CTC to convert individual tacit expertise into dynamic organisational knowing. Embracing these evidence-based strategies will future-proof CTC’s educational services, liberate employee creative potential and secure a sustainable competitive advantage across the Welsh work-based learning market.


[bookmark: _Toc205683217]7.0 Recommendations
To successfully establish a creative and innovative workplace culture, executive leadership at CTC should first implement an agile Stage-Gate framework for curriculum and service design. By combining Cooper’s structured quality gates with rapid, iterative prototyping sprints, CTC can evaluate and pilot internal innovations like custom e-portfolio prototypes in real-world settings before committing full capital, lowering financial risk while accelerating market responsiveness.
Additionally, CTC leadership must actively redesign the work environment to support individual and team creativity by establishing protected innovation time alongside a digital ideation portal. Reallocating five percent of weekly working hours for Training Officers to explore innovative delivery tools mirrors Google's structural autonomy policies and protects staff from cognitive burnout. Coupling this protected time with an open crowdsourcing portal inspired by LEGO Ideas will systematically gather frontline insights, corporate client feedback and learner perspectives.
Finally, CTC needs to embed a structured knowledge management framework anchored in Nonaka and Takeuchi’s SECI model to transform isolated individual expertise into shared organisational capability. By founding formal communities of practice, cross-regional collaborative pods between North and South Wales and Toyota-inspired peer-shadowing networks, CTC can routinely externalise the tacit instructional strategies of senior Training Officers into accessible digital toolkits, ensuring long-term institutional resilience and consistent service excellence.
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into stages that make up a cascade, and to move from one stage to another, managers
must go through the "gate”. These gates are critical points for deciding whether to
proceed to the next stage. Simultaneously, decisions made at these gates have such
options as "go”, “kill", "hold", or “recycle”. Each of the options should have clearly defined
criteria. In other words, a project can move to the next stage, be completed because it is

not profitable, withheld to resume at a more appropriate time, or sent back for revision.
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Cooper's Stage Gate Process is critical because it saves companies the cost and time of
developing failing products. According to the model, the zero stage is “discovery”, that is,
determining a need for a new product and its central concept. The first stage is “scoping”
when the company analyzes the strengths and weaknesses of the idea, the competition

in the market, and the value of the product. The gate after this stage is more difficult to
pass since many factors can indicate the failure of the concept. For example, creating a
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Tacit knowledge refers to knowledge acquired through experience that cannot be explicitly expressed in words. The concept was proposed by the Hungarian philosopher Michael
Polanyi, who noted that “we can know more than we can tell.” Tacit knowledge also refers to the cognitive ability to know a person’s face and be able to distinguish it from other faces,

but not be able to tell how one does so, and the embodied knowledge acquired through practice, such as how to swim or pedal a bicycle.

Tacit knowledge is often contrasted with explicit knowledge, which is objective, verbal knowledge that can be transferred. Sternberg et al. (1992) point out that not only explicit
knowledge that can be taught, but also the formation of tacit knowledge plays an important role in the efficiency of corporate management. Accordingly, how to effectively manage
tacit knowledge in a company has been attracting attention. One effective organizational management approach is the SECI model, which is oriented toward the formalization of tacit

knowledge. This model is a framework for knowledge management proposed by Nonaka and Takeuchi (1995).

SECI Model : Nonaka & Takeuchi (1995)
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Individuals’ tacit knowledge (tacit knowledge) is transferred by sharing experiences (Socialization), expressing tacit knowledge into words (Externalization), creating systematic
explicit knowledge from individual knowledge (Combination) and acquiring tacit knowledge by using systematic explicit knowledge as one's own know-how (Internalization). Polanyi

also explains that when there are two people, one can acquire the knowledge created by the other to some extent, using the term “dwell-in” (Polanyi 1966).

Nonaka and Umemoto (2001) cite several successful examples of the SECI model. One example, Fuji Xerox, worked to implement the SECI model based on the concept of “Design for
AlL" First, the designers and engineers in each process visited each other’s sites to acquire on-site know-how (Socialization). Then, they input their on-site knowledge, such as their
own experience and design know-how, into an online knowledge sharing system (Externalization), identify the best among them, and register and share the formalized design know-
how (Combination). Then, this new systematic formal knowledge is acquired again as tacit knowledge (Internalization) by adapting it to the situation in the field. This effort has solved
the problem of design changes at the final stage.
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Summary of the Theory/Concept: |

The Componential Model of Creativity was created by Teresa Amabile in 1983.
Amabile describes the theory in her article “Componential Theory of Creativity” by




