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CKO’S MESSAGE / POKM APPOINTMENT

FROM THE DESK OF HCM GROUP’S CHIEF KNOWLEDGE OFFICER (CKO)
e are now reviewing the KM journey.

W

With your inputs, it will give us the opportunity to make the necessary improvements to the way we
approach our Practice of Knowledge Management. It is also an opportunity to renew our commitments
towards KM, as a company strategy to elevate HCM group to the next level.
The management notes that from what was primarily HQ affairs, we have extended our KM to cover area,
regional and project offices. There have also been attempts to relate KM to daily works by a number of our
KM teams. More recently, we have also realised that it is appropriate to add spiritual dimension (SQ) to
complement IQ and emotional intelligence in our ideal K-worker attributes.
Even so, we definitely would like to see more spontaneous, voluntary, intense
and widespread KM actions by our managers and staff.
KM is not something alien. Through KM we would like to see each staff
becoming a better person. The sparks of genius, answers and solutions are
within us. Bring them out so that our people, HCM Group and others
stakeholders will gain.
"UNLEASH THE POWER WITHIN"
Thank you.
DATO’ IR HASNUR RABIAIN ISMAIL
Chief Knowledge Officer
HCM Group

Appointment of New POKM Steering Committee Members

En Ir. Jamal Dato’ Nasir

En Mohd Norli Md Saleh

Tn Hj Samsudin Taramuji

In September 2008, Ir Jamal Hj. Nasir and En. Mohd Norli Md Saleh, General Manager, Roadcare (M) Sdn
Bhd and General Manager Selangor State Road Maintenance respectively were selected as additional
members of POKM Steering Committee. This followed the vacuum left by En. Mohd Nasir Hassan, General
Manager, Engineering Department and a joint-Chairmen, POKM Steering Committee, who has been
assigned to Libya.
During POKM Steering Committee Meeting on 24 September 2008, Chairman Tn. Hj. Mhd Najili Sojo
welcomed both the new members and expressed his confidence that with their experiences and expertise,
they would be able to positively contribute to our KM journey
Earlier in April 2008, Tn. Hj. Samsudin Taramuji, present Deputy Chief Information Officer (CIO), was also
brought in as a committee member. His IT capability is expected to be an asset to our KM journey.
God willing, with the new line-up and total support from HODs and staff, the Steering Committee is
confident we shall be able to achieve the Knowledge-Based Organization status by 2011 – SFU.
K-CONNECTION 2008
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EDITOR’S NOTE
his time we have come up with a new look K-Connection (combined
with Suara Roadcare)

T

Amid a review of our KM journey. It is a timely exercise as it allows us to reflect
on our journey thus far so that we can make the necessary improvements or
if it needs be, change for the better, after the review is completed.
The feedback and suggestion forms are slowly trickling in.
We have also chosen to put on the cover a pertinent question: How
motivated and committed are we? The sort of question that should come
to mind when we think and discuss about what to write on the forms. The
cover story shares with readers the findings of a research done by former
writer Ariff Awang as part of his final project for his Master’s degree. Based
on his findings, it is not altogether negative
and our KM journey can certainly be
improved.
Whilst the questionnaire survey was limited to
a relatively small sample of HCM and
Roadcare HQ staff, we hope to build on it by
learning more about our journey across the
board in our review period.

Contributor :
HCM Group’s K-Professionals

It boils down to how we see the glass on the
left?

Layout / Graphics :
Own Creation

Do we see more of a half-empty or a halffilled glass? There is no right or wrong
answer. No matter which one is our
perception on our KM journey, at the end
of the day, if we really want to go the KBO
way, we still have to address the issue of our
commitment and motivation towards KM.
Here is the formula:

Photography :
In-House Team

Publisher :
Special Functions Unit

Motivation + Commitment = Performance

HCM Engineering Sdn Bhd

Motivation is the willingness to put in a high level of effort to achieve HCM
Group’s goals. This is conditioned by the fact that the effort is able to satisfy
an individual’s needs, a situation where some results look attractive.

Websites :

Commitment refers to a pledge to perform. OrganisationaI commitment is
the state in which an employee identifies himself with the Group’s
philosophy and objectives.

http://km.hcme.com.my
Is it too difficult?
http://www.createforum.com/writingcop

Okay, we shall leave you with some pointers on motivation
from KM consultant David Gurteen:
We welcome contributions in the form of articles,
sketches and ideas. Send all contribution to
shukrirahman@gmail.com

•
•
•
•
•
•
•
•
•
•
•

listen to them
show them respect
help them find their voice
have conversations with them
show genuine interest
give them help and support
engage with them
trust them
give them responsibility
give them recognition
give them opportunities for self fulfilment and
personal development
• don't try to tell them what to do.

All rights reserved, No part of this book may be reproduced in any form with out written permisson of the owners, All images in this book have been reproduced with the knowledge
and prior consent of the artist concerned, and no reponsibility in accepted by producer, publisher or printer for any infringement or otherwise, arising fromthe contents of this
publication, Every effort has been made to ensure that credits accurately comply with information supplied.
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K-CHAT

K-CHAT
SESSION
ON A
GOOD
AUDITOR
By Manoharan

e had the privilege of having Pn. Pauziah Abu Kasim, Manager,
Quality Assurance section, HCM Engineering Sdn. Bhd. sharing with
us her knowledge on "Some Attributes of a Good Auditor"

w

Regularly-held K-Chat sessions provide opportunities for staff to acquire
specialized knowledge from internal and external KM practitioners which
could subsequently be beneficially applied in the organisation.
The session on "Some Attributes of a Good Auditor" by Pn Pauziah, who is
also one of our KM Steering Committee’s VPs, on 21 July 2008 was very
appropriate considering HCM's own ISO 9001: 2000 and 14001: 2004
standard accreditations. The QA section, headed by her, conducts audits
periodically to ensure that the system established is being continuously
conformed with.
She started off by defining auditing as " a systematic, independent and
documented process for obtaining audit evidence and evaluating it
objectively to determine the extent to which audit criteria is fulfilled ".
She then focused on certain critical points which are essential to achieve
the objectives of an audit to evaluate the performance of overall system,
compliance verification, to identify problems and weaknesses to identify
opportunities for improvement dan provide confidence to stakeholders.
Thus it can be seen that the purpose of auditing is not to deliberately find
fault of the audited party. Rather, it seeks to jointly find solutions to the
problems to further enhance competitiveness.
So what does it take to be a good auditor? From Pn. Pauziah’s point of
view, a good auditor should have good judgement, communication skills,
interpersonal and team skills and should have an inquisitive, alert and
analytical mind. To be flexible and be able to adapt to situations,
professional in approach, firm but fair. Politeness, patience, understanding
of the system and technicall knowledge are other virtues of a good auditor.
The talk which was held at the HCM Conference Room commenced at
3.30pm and ended at 5.30pm.

K-CONNECTION 2008
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RESEARCH

ermatang Pauh by-election was almost
reaching its peak at the time of writing. Party
machinery and ‘mercenaries’ from both
sides struggled hard in their last battle for votes.
They came from all over the country, from
different walks of lives, and, of course, with
opposing
political
views and ideologies.

P

KM:
HOW

The result of this study, if interpreted for nonacademic readers, indicate that:
First, in general staff commitment and motivation
towards KM are moderate, but can be improved
towards higher level. It also shows that our
motives
and
commitment
to
participate in KM
program
is
more
internally driven. It
means, we do it
because
we
are
aware
of
its
importance, its internal
and intangible value;
less
because
of
external factors such
as tangible rewards
like money, directives
from
top
management, etc.

COMMITTED

No matter how huge
are their differences,
they have one thing in
common that makes
them work hard for
their
goals
–
motivation
and
commitment. These
two
psychological
aspects of human
existence form a
complex mystery that
has become a subject
of research for a long time.

&
MOTIVATED
ARE WE?

Judging from this fact, it can be
In our case, HCM Group in its aspiration to
presumed that we are on the right track.
become one of the best Knowledge
What is left for us is upgrading and
by Ariff Awang
Management (KM) practising companies
enhancing our commitment and
is thus not spared from this fact – workers’ commitment and motivation to the next level so that it can be sustained in the
motivation play a crucial ‘behind-the-stage’ role in ensuring long run. This can be seen as a first step towards inculcating
the success of our KM drive.
KM culture which ought to be the essence of KM drive.
Early this year, an in-house study was conducted to identify
the nature and the level of staff commitment and
motivation towards KM activities. This study integrates two
disciplines of knowledge: Industrial and organizational
psychology, and KM which falls under the domain of
Information Technology (IT) and Human Resource
Management (HRM). In other words, the research was on
the human dimension of KM.
Apart from identifying the nature and the level of staff
commitment and motivation with regard to KM in this
organization, the objective of the study was to establish
relationship between the two variables in KM
implementation context. It also attempted to sort out
significant differences in workers’ commitment and
motivation towards KM activities from the demographical
aspects (company, position, tenure, education, gender
and age).
Reports on KM Research by KPMG Consulting in 2000 stated
that industry surveys have consistently reinforced the critical
importance of user commitment and motivation in the
success of KM implementations, regardless of geographic
and industry differences. This fact was supported by a study
conducted by Dyer and McDonough a year later.
Despite the availability of the best technology or access to
the best warehouses of relevant information, they said kworkers’ motivation and commitment often determine the
success or failure of KM program.
Therefore M. H. Zack in his book, ‘If Managing Knowledge is
the Solution, then What’s the Problem’ contends that better
understanding of these constructs is anticipated to
contribute to development of organizational knowledge
cultures. These cultures then foster high levels of
commitment and motivation of k-workers that are critical for
the success of any KM drive.
5
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The downside of this finding is that, this judgment is only
based on the answers provided by HCM Group staff. It
depends largely on how sincere they responded to
questionnaire given. Thus in essence, at the end of the day,
you are the best judge to gauge your own commitment
and motivation. Nobody else will.
Second, no matter who we are in the company, our
demographical factors do not really determine how
committed or motivated we are in KM programs.
Nevertheless, there are exceptions such as the level of
education. The more educated someone is, the more
committed and motivated he or she is, ‘according to the
study.’
It was also found that new recruits are more committed and
motivated compared to the senior staff – like the saying,
‘new brooms sweep cleaner’. From the survey, men have
also indicated they are better committed and motivated
than women. Whether this reflects the reality or not thus far,
this is what the study has found.
In conclusion, be it in business or
politics, or in our bid to become a
Knowledge Based Organization
(KBO)
in
2011,
motives,
motivation and commitment
matter. Hitler projected that
his Third Reich Regime
would
last
for
one
thousand years, but it
collapsed in just a few
years.
However
such
euphuistic vision served well
to motivate and commit his
generals and soldiers to
conquer almost all of Europe
and set the world on fire.

AKTIVITI

AKTIVITI KM KELANTAN
Oleh Mohamad Nawawi Ibrahim

pekerja bagi mendengar dan menyelesaikan apaapa masalah kerja.
Pengurus Wilayah juga akan menyampaikan
perkembangan terbaru tentang operasi syarikat
sebagai maklumat terkini kepada kakitangan dan
pekerja. Selesai perjumpaan pagi diadakan pula
majlis tazkirah dan ceramah agama yang
disampaikan oleh ustaz jemputan dari Majlis Agama
Islam Kelantan untuk menambahkan lagi ilmu
pengetahuan mengenai amal ibadat dan hal ehwal
agama. Kehadiran adalah diwajibkan kecuali yang
mempunyai urusan lain yang tidak dapat dielakkan.
Tazkirah & ceramah oleh ustaz dari Majlis Islam Kelantan.

oadcare Kelantan telah mula menjalankan
aktiviti KM (knowledge management) bagi
menyahut kempen yang sudah lama dijalankan
oleh pihak pengurusan syarikat. Kempen pengurusan
dan perkongsian ilmu ini adalah suatu aktiviti yang
perlu diaktifkan dan diteruskan bagi memantapkan
minda,
menambahkan
pengetahuan
serta
meningkatkan mutu perkhidmatan dari semasa ke
semasa kepada semua kakitangan dan pekerja.

R

Salah satu aktiviti yang dijalankan oleh Roadcare
Kelantan ialah pada setiap Ahad Pengurus Wilayah
akan mengadakan perjumpaan pagi (morning
prayer) dengan semua pegawai, kakitangan dan

Pn. Pauziah sedang menyampaikan taklimat.

Pegawai & kakitangan yang hadir di Perjumpaan Pagi.

Majlis perjumpaan pagi dan tazkirah seperti ini bukan
saja
dapat
menambahkan
maklumat
dan
pengetahuan kepada kakitangan dan pekerja. Ia
juga dapat memupuk dan mengukuhkan lagi tali
persaudaraan seperti satu keluarga dalam syarikat.
Sekaligus ia boleh melahirkan kakitangan atau
pekerja yang lebih berpengetahuan dan berdedikasi
pada masa akan datang sesuai dengan kehendak
dan misi syarikat serta tuntutan agama Islam.
Pada 26 Julai 2008 yang lepas Puan Pauziah Abu
Kasim, salah seorang Naib Presiden, Jawatan Kuasa
Pemandu KM dari Ibu Pejabat HCM Engineering Sdn
Bhd, Kuala Lumpur telah datang ke Roadcare
Kelantan untuk meninjau sendiri bagaimana
perjalanan aktiviti KM. Beliau juga sempat menghadiri
majlis perjumpaan pagi bersama pegawai dan
kakitangan Roadcare Kelantan. Beliau yang juga
selaku mentor KM Roadcare Kelantan berkata aktiviti
KM di Roadcare Kelantan sebenarnya telah bermula
dan
sudah
menampakkan
kemajuan
dan
peningkatan. Ia agak berbeza berbanding lawatan
beliau sebelum ini.
Peranan Pengurus Wilayah Roadcare Kelantan En.
Rameli Ismail selaku Penasihat kepada Jawatankuasa
KM Kelantan juga tidak kurang pentingnya. Beliau
sendiri selalu mengambil berat dan bertanya tentang
perkembangan dan aktiviti KM. Beliau juga seringkali
mencadangkan perkara baru yang boleh dijadikan
sumber untuk menggiatkan lagi aktiviti KM di sini.

Pegawai & kakitangan R4 di Majlis Taklimat.
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K-SHARING

PEMERIKSAAN RUTIN DALAM
PENYENGGARAAN JALAN
Oleh Muhamad Radzif B. Mat Hasan
agi meningkatkan lagi pengetahuan di
kalangan semua kakitangan,
satu sesi
perkongsian ilmu telah diadakan di pejabat
Roadcare Kawasan Kerteh pada 16 Julai 2008
yang lalu bagi menerangkan tentang pentingnya
Pemeriksaan Rutin dijalankan di kawasan
penyelenggaraan Roadcare. Penerangan telah
diberikan oleh Inspektor Teknikal Kawasan Kerteh,
En Mohd Hamdan Bin Ismail dan En Mohd Khari Azli
Bin Dolah.

B

Pemeriksaan Rutin adalah merupakan antara
tanggungjawab yang perlu dijalankan oleh
Roadcare di dalam melaksanakan kerja-kerja
penyelenggaraan jalan seperti yang terkandung di
dalam kontrak dengan Kerajaan. Tujuan
pemeriksaan rutin ini dijalankan adalah bagi
memastikan bahawa setiap jalan yang disenggara
sentiasa berada dalam keadaan baik dan
sempurna. Sekiranya terdapat sebarang kerosakan
pada jalan tersebut, setiap inspektor perlu
melaporkan kepada pihak pengurusan dan juga
JKR agar tindakan pembaikan dapat dilakukan
dengan segera.
Menurut En Hamdan, setiap kerosakan pada jalan
yang dibuat pemeriksaan akan dilaporkan
menggunakan borang khas iaitu Lampiran 10 JKR.
Di dalam laporan tersebut semua kecacatan pada
permukaan jalan akan direkodkan termasuklah
perabot jalan, longkang dan pembetong.
Laporan tersebut perlu dihantar ke pejabat UPPJ
pada setiap hari. Malah, pada setiap hujung
minggu satu ringkasan perlu dibuat dan perlu juga

En Hamdan sedang memberikan penerangan degan
dibantu oleh En Khari.
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dihantar ke UPPJ. Selain itu, salinan laporan
tersebut juga perlu dihantar ke Ibu Pejabat
Roadcare bagi tujuan penyediaan laporan pada
peringkat ibu pejabat untuk dihantar ke Ibu
pejabat JKR.
Menurut En. Hamdan lagi, setiap penyelia tapak
juga diberikan satu salinan laporan (Lampiran 10
JKR)pada setiap hari. Penyelia yang menyelia
kawasan perlu mengambil tindakan segera bagi
membaiki kecacatan yang dikemukakan di dalam
laporan tadi. Ini adalah bagi mengelakkan
kecacatan yang sama dilaporkan sekali lagi di
dalam pemeriksaan yang berikutnya.
Selepas menyediakan laporan harian, Inspektor
Teknikal juga perlu memasukan semua data
kecacatan jalan tadi kedalam satu sistem
komputer yang dipanggil Routine Inspection
System (RIS). Data RIS ini kemudiannya akan
dihantar ke IKRAM untuk dianalisa bagi
mengeluarkan
satu
laporan
yang
lebih
komprehensif sebelum dihantar ke Ibu Pejabat JKR.
Selepas penerangan tersebut, dalam sesi soal
jawab setiap kakitangan telah diberikan peluang
untuk mengemukakan soalan atau pandangan.
Dalam sesi ini berbagai soalan telah diajukan oleh
kakitangan lain dan telah dijawab dengan
panjang lebar. Banyak soalan dikemukakan oleh
penyelia dan foreman yang mahukan penjelasan
lanjut
tentang laporan yang dibuat bagi
memperbaiki lagi kualiti penyelenggaraan jalan di
Kawasan Kerteh.

En Hamdan & En Khari sedang memberikan penerangan.

K-VISIT

SUNGAI TENGI CIPR SITE VISIT
By Ayunni Mohd Kunyi

En Hisham explaining the objectives of CIPR construction
method and describing the preparation of recycling
processes.

The CIPR machine is in the processes of leveling and
compaction.

The recycled layer is compacted using the Vibrator Roller

The team was briefed on the oil used for CIPR works.

Eleven staff from HCM Engineering’s Construction
Management, QA and MARECO led by their KM
Committee Leader, En Hisham Abd Hamid took part
in a site visit to Sungai Tengi on 11 June 2008. Their
objective was to learn more about the Cold In
Place Recycling (CIPR) and resurfacing works at
FT1205 (Felda Soeharto), Hulu Selangor.
The visit was followed subsequently by a more
detailed "theoretical" knowledge sharing on CIPR
and a basic exposure to Hot In Place Recycling
(HIPR) at HCM HQ on 17 July 2008.
Let us follow them as they recollect the visit in
words and pictures:
e departed at 10.30am from the office. It
took about one and the half hour to reach
the site.

W

When we arrived, initial compaction works were
under way. Concurrently, some of the areas had
been spread with the required quantity of cement
while waiting to be recycled. Our leader En.Hisham
Abdul Hamid explained the objectives of Cold In

Place Recycling (CIPR) construction method and
described the preparatory works of recycling
process. He also briefed us about the required
machinery and equipment that were used to
complete this work.
We departed at 2.00pm from the site and reached
office at 3.30pm. We gained a lot of new knowledge
and really enjoyed the whole journey.
Following the site visit, a K-Sharing session led by En
Hisham was also held to reinforce what we had
learned about CIPR.
He briefed us on the objectives, benefits and
implementation process utilizing CIPR technique as
an advanced method in pavement maintenance.
He also explained about the technique and
specification as well as the required machinery and
equipment that are used in the recycling process.
Indeed in the same sharing session, the MARECO
Assistant Manager introduced us to another
recycling technique used by HCM Engineering, Hot
In Place Recycling (HIPR).
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TIPS

Seven Actions to Develop an
Effective Work Relationship
By Azian Baharuddin
ou can jeopardize your career and work
relationships by the actions you take and the
behaviours you exhibit at work. Regardless of
your education, your experience, or your title, if you
can't play well with others, you will never accomplish
your work mission.

Y

employees. But, sometimes, they make me so mad.
When is it appropriate for me to scream at the
employees?" Answer? Never, of course, if respect for
people is a hallmark of your organization.

Effective work relationships form the cornerstone for
success and satisfaction with your job and your
career. How important are effective work
relationships? Effective work relationships can affect
your
promotion,
pay
increase,
goal
accomplishment, and job satisfaction.

• Never blind side a co-worker, boss, or reporting
staff person. If the first time a co-worker hears about
a problem is in a staff meeting or from an email sent
to his superior, you have blind sided the co-worker.
Always discuss problems, first, with the people
directly involved who "own" the work system. Also
called lynching or ambushing your co-workers, you
will never build effective work alliances unless your
co-workers trust you. And, without alliances, you
never accomplish the most important goals.

A few studies have shown that having good friends
at work was one of the main factors affecting your
job satisfaction. For example, a superior in a
company with several hundred employees quickly
earned a reputation for not playing well with others.
He collected data and used the data to find fault,
place blame, and make other employees look bad.
He enjoyed identifying problems but rarely
suggested solutions. He bugged his boss weekly for a
bigger title and more money so he could tell other
employees what to do. When he announced he was
job hunting, not a single employee suggested that
the company take action to convince him to stay.
He had burned his bridges.
There are several ways you can play well with others
at work. Do these if you want to create a positive,
empowering, motivational work environment for
people.
• Bring suggested solutions with the problems to the
meeting table. Some employees spend a lot of time
identifying problems. That is the easy part. Thoughtful
solutions are the challenge that will earn respect
and admiration from co-workers and bosses.
• Don't ever play the blame game. You alienate coworkers, supervisors and reporting staff. Yes, you may
need to identify who was involved in a problem.
However, publicly identifying and blaming others for
failures will earn enemies. These enemies will, in turn,
help you to fail.
• Your verbal and nonverbal communication
matters. If you talk down to another employee, use
sarcasm, or sound nasty, the other employee hears
you. We are all radar machines that constantly scan
our environment.
In one organization, a high level manager said to
me, "I know you don't think I should scream at my
9
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• Keep your commitments. In an organization, work
is interconnected. If you fail to meet deadlines and
commitments, you affect the work of other
employees and departments. Always keep
commitments, and if you can't, make sure all
affected employees know what happened. Provide
a new due date and make every possible effort to
honour the new deadline.
• Share credit for accomplishments, ideas, and
contributions. How often do you accomplish a goal
or complete a project with no help from others? If
you are a manager, how many of the great ideas
you promote were contributed by staff members?
Take the time, and expend the energy, to thank,
reward, recognize and specify contributions of the
people who help you succeed. This is a no-fail
approach to building effective work relationships.
• Help other employees find their greatness. Every
employee in your organization has talents, skills and
experience. If you can help fellow employees
harness their best abilities, you benefit the
organization immeasurably. The growth of individual
employees benefits the whole. Compliment,
recognize, praise, and notice contributions. You
don't have to be a manager to help create a
positive, motivating environment for employees. In
this environment, employees do find and contribute
their greatness.
If you regularly carry out these seven actions, you will
play well with others and develop effective work
relationships. Co-workers will value you as a
colleague. Bosses will believe you play in the right
team. You'll accomplish your work goals, and you
may even experience fun, recognition, and
personal motivation. Work can't get any better than
that.

BOOK REVIEW

When the going gets tough,
the tough gets going." "Tough
time won’t last but tough
people do." These sayings
should come across your
conscience before you leap
into the pages of the book
under review. It is a book about
survival,
endurance
and
perseverance in life; plus the
ability to see the light at the end
of the tunnel.

"

The book is a compilation of
own experience by Dato’ Dr.
Mohamad Hashim; how he
made use of legal instruments
and business tools to take
calculated decisions, chose the
right strategies to endure the
strong current of recession and
eventually succeeded in his
struggle to save his shipping
company. His experience can
neither be learned in any
business
school
nor
be
discovered in any written texts. It
is all engraved in real life
situations.
To us in HCM Group, experience
sharing is no less important than
knowledge sharing. They all
come under the ‘K’ mantra. Ksharing or E-sharing, it is a vital
part
of
KM
(Knowledge
Management). And this book is
another example where tacit
knowledge was converted into
explicit knowledge. Given that it
is rare for Malaysian corporate
figures to document and share
their experiences, the author’s
effort is very commendable
indeed.

"A
CHIEVING
SUCCESS
IN
TOUGH
TIMES"
by Ariff Awang

Title:
Achieving Success in Tough Times
Author:
Dato’ Dr. Mohamad Hashim
Year of Publication:
2006
Publisher:
KasehDia Sdn Bhd, Kuala Lumpur

Coincidence or conspiracy,
premeditated
or
natural
occurrence as a result of market
reactions, the cycle of global
economy has again hit the
bottom. A strange combination
of perplexing factors, with
unprecedented oil price surge seen as the dominant
force, the present economic downturn has affected
many people from all walks of life across the social
strata. Ten years ago it was in 1997 – 1998, now 2008.
What Dato’ Mohamad went through a decade ago
could serve as a guide to those who are facing similar
challenges in the current downward cycle. Though his

stories were more on specific
business experience, the lessons
learnt are arguably applicable to
virtually anyone.
Despite the main theme centring
on his struggle to save his sinking
shipping company, in the inbetweens, he never forgot to
remind us that family life should
not be far away. They provide
‘psychological stock’ in terms of
emotional support for us to survive
and thrive further.
This can be observed in Chapter
7: On the Personal Side. He
described the roles of family and
friends in ‘cooling off’ the
challenges that he faced. Apart
from spending time to engage
"light-heartedly" with ‘trusted’
people, he added another
flavour, that is hobby. In his case,
gardening and golfing where he
found serenity with plants and
scenery, besides extending his
networking.
By definition, this book is only best
suited to those in the top
management, the CEOs and the
likes. This corresponds with the
fact that the vital lessons and
steps taken to salvage his
company, as narrated by the
author, were more related to key
decision makers. Nevertheless, its
lessons can be tapped by all. Like
the verses in the Quran, the
histories cited might concern
certain ancient nations in the past
but its lessons are for all mankind
at all times.
For sure, there were technicalities,
legal aspects and business
strategies that he had to adopt to
stay afloat. Still, just by pondering
the advices at the bottom of every
subchapter,
we
can
reap
something of value from the book.

To ordinary workers like many of us, the book serves as an
additional guide in day-to-day activities. To those in
businesses, big or small, it is a source of inspiration,
aspiration and strategies in dealing with difficulties. At a
glance, it looks like a book of one man’s business
experience. More importantly, it is almost like a ‘one size
fits all’ documentation of knowledge which is beneficial
to those who care to read it and ponder.
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LEARNING TO SHARE
By David Gurteen

GAVE a talk recently on knowledge sharing
entitled the rather tonguein-cheek, ‘How
do you make people share their
knowledge?’ as clearly you cannot ‘make’
people do this.

I

issue in order that they might start to engage
with the subject, think about it for themselves
and realize the need for personal change.

First, there are a wide
variety of reasons why
people do not share their
knowledge.
I
have

I do this through the Knowledge Cafés. I start
by giving a short talk about knowledge
sharing and the barriers and the benefits, but
typically for only ten minutes or so. I then pose
the question to the group ‘What are the
barriers to knowledge sharing in your
organisation and how do you overcome
them?’ I then move into a more detailed
discussion
so
people
get
to
have
conversations with each other. From this,
hopefully, people start to see the problems
and
the
benefits
for
themselves and the need
to change their attitudes,
mindsets and behaviours
around
knowledge
sharing.

identified 50 or more
different reasons in my
Knowledge Cafés. Some
are acceptable, such as
language barriers, other
reasons are not so valid,
such as the belief that
knowledge is power and therefore sharing it
makes no sense at all.

I say hopefully, as of course
there is no guarantee that
they will do this. Some
people
will
see
it
immediately, others will
never get it, and the majority
will take a while to come around to a ‘sharing is
power’ viewpoint and start to change.

At the end of the talk a woman from the
audience approached me and said "David, I
loved your talk but I am still unsure why
people won’t share their knowledge and
how it is possible to make them".
Now I suspect she asked this because I had
not made things clear enough (or she was
not listening) so here is an answer to her
question.

The reasons why people do not share vary for
each individual (there is not a single answer),
but by and large people will only share when
they see the personal benefits to themselves.
And here lies the root of the answer to the
question ‘How do you make them share?’
If you try to explain the benefits to people,
and if you show them how many of their
perceived barriers are myths, then they are
most likely to feel you are trying to
manipulate them. You cannot make people
share their knowledge, reward them or
otherwise manipulate them. They have to see
the reasons and the benefits for themselves.

Over time you can go on and run other
Knowledge Café style events where people
come together to discuss the actual problems
facing the organisation due to lack of
knowledge sharing, such as mistakes being
repeated, work being repeated and lack of
knowledge regarding what is going on in other
parts of the organisation. They can then take
personal responsibility for the problems and
work together to solve them. Of course, this
takes time and there is no guarantee of
success but this approach is far more likely to
work than wagging your finger and telling
people to share or trying to reward them with
goodies!

So how do you do this? Well here is my
suggested solution. You need to bring them
together to have conversations about the

Editor’s Note: Re-published with kind permission
from David Gurteen (www.gurteen.com). Taken
from The Gurteen Perspectives Booklet.
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