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Abstract—In this present economy that is wholly centered on 

knowledge and skill, knowledge sharing (KS) is gradually 

regarded as an important factor in organizational effectiveness 

and an innovative mechanism to cope with challenges [1]. 

Therefore, for organizations to create new knowledge sharing 

strategies are essentials to align to the knowledge economy to 

overcome business challenges [2, 3]. A preliminary investigation 

was conducted by focusing on the Critical Success Factors (CSF) 

to promote knowledge sharing at the organizational level and to 

examine the employees’ perception towards the types of 

knowledge sharing tools in the construction trading industry. 

This paper proposes several dimensions for knowledge strategy 

to manage knowledge assets that can be used as the key 

foundation to many organizations to stay competitive especially 

the construction trading industry. 

Keywords—knowledge management; critical success factor; 

knowledge sharing strategies 

I.  INTRODUCTION 

Knowledge sharing (KS) allows organizations to unravel 
their potential, and to change the way they think and react in a 
highly competitive business environment. Today, it is essential 
for organizations to have the ability to acquire accurate 
knowledge to deliver innovative products, improve processes, 
and to distribute knowledge among employees and encourage 
them to utilize it within daily organizational activities. 
Knowledge sharing is considered to be the most strategic 
resource [4, 5] that enables the success of organizations. 
Knowledge sharing is much needed especially for complex 
work procedures and task routines because they are valuable to 
many organizations and are difficult to be imitated by 
competitors [6, 7].  

Despite heavy investments by organizations on knowledge 
management (KM) initiatives, the more challenging aspect is to 
attain its objectives after a long journey. A lot of related works 
have identified various barriers and Critical Success Factors 
(CSF) on the failure and success of KS. However, knowing the 
barriers and CSF is not enough. The processes needed to 
manage knowledge such as the creation of the knowledge, 
knowledge storing and knowledge transfer or sharing are 
essential for achieving strategic organization goals by fully 
exploiting existing knowledge bases [4, 8]. With an integrated 
and coherent KM strategy, organizations are in a better position 

to yield good results in terms of business performance and 
technologies enhancement [1]. This potential can be attained 
by building an organization’s knowledge base to enable 
employees to leverage on knowledge sharing activities in the 
organizations [8].  

One should be clear on the key differences between 
knowledge management strategy, knowledge strategy and 
knowledge sharing strategy in any knowledge journey. 
Knowledge strategy [9] is a set of strategy that aligns the 
organizational knowledge to a set of defined business strategy. 
Knowledge strategy focuses on knowledge resource 
development to support business strategy. On the other hand, 
knowledge management strategy is a set of strategy and 
framework that provides an effective knowledge management 
(KM) program where it is a systematic strategy, not just a 
general plan to help employees share knowledge in the 
organizations [10]. Lastly, Tounkara and Arduin defined 
knowledge sharing strategy from the information systems 
perspective as the choice of a set of specific information 
system functionalities (and associated organizational rules) in 
order to support knowledge sharing activities [11]. Besides, 
other considerations such as process and people or talent are 
being taken into account in the knowledge sharing strategy.   

In this sense, KM strategy is important for organizations to 
achieve organization goals and objectives with the clear use of 
an integrate KM processes [1, 12]. Hence there is a need for 
knowledge strategies in ensuring the success of KM 
resourcefulness and the business itself [13]. This research is 
essential from a theoretical and practical perspective. 
Completing research in this area is important theoretically and 
together with a practical approach, the findings from such 
research can potentially help the industry in terms of KM 
strategy and KM implementation. 

II. RELATED WORKS 

A. Knowledge, Knowledge Management and Knowledge 

Sharing 

There are a number of different types of knowledge. Tacit 
knowledge is the type of knowledge that is hard to transfer and 
shared. It is developed through experiences, actions and it can 
be shared through conversations, over a cup of tea and 
storytelling [4, 14]. Meanwhile, explicit knowledge is easy to 
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be created, stored and captured to redistribute it back in various 
forms.  In this research study, the term knowledge referred to 
the individual’s mind where the knowledge is stored, their 
experiences with the organization. Knowledge is independent 
and is influenced by factors like beliefs, principles, values, 
visions and feelings of an individual. Therefore, with 
knowledge sharing, the organizational performances, 
efficiency, competitive advantage and values can be increased 
when knowledge is disseminated throughout the organization 
[4, 15]. To properly manage knowledge, knowledge 
management process needs to be properly understood. 

Knowledge Management (KM) is a process that assists 
organizations in storing, organizing, capturing and 
redistribution of knowledge effectively [5]. KM is also defined 
as a process that captures, store and disseminate knowledge as 
well as best practices to gain a competitive advantage [16, 17]. 
KM can also be defined as identification, creation and actual 
application of an organizational knowledge. This paper adopts 
all of the views above and defines KM as a process to identify, 
create and disseminate knowledge to achieve organizational 
objectives and competitive advantages while fostering an 
environment and culture that encourages further knowledge 
creation and sharing. 

B. Critical Success Factor of Knowledge Sharing 

Critical Success Factors or CSFs are crucial factors 
required to ensure the continued success of an organization and 
management should focus on these factors to increase 
organizational performances and productivity [14, 18]. The 
definition of CSF adopted in this paper is defined as areas that 
will produce successful and competitive performance [19] for 
the organization if these areas are well addressed. CSF 
influencing knowledge sharing behavior (KSB) of knowledge 
worker has been theoretically [20], qualitatively [21], 
conceptually [22] investigated including some practitioner 
papers [15] published in this area. Studies have also been done 
via questionnaire surveys [23]. Long term commitment and 
leadership from management are required as they are the most 
critical barriers to a successful KM implementation [24]. 
Management holds the responsibility for identifying the 
strengths and weaknesses of the organization thus to 
conceptualize a vision of what KM should be like in the 
organization [16] and cultivate the KS and learning culture. It 
is imperative to embrace KS in the strategy and goal of the 
organization. Missing or ambiguous integration of KM strategy 
in the organization strategy can obstruct effective KS practices. 
Benefits and values of KM are unknown to the employees who 
process the knowledge because of the poor leadership approach 
and management communication thus creating knowledge 
barrier. The employee’s vision on KM varies with the 
management’s; making it unproductive as both parties are 
working towards different goals. It is essential to create a 
culture that supports that vision while it is the management’s 
responsibility to promote KS and motivates the employees to 
achieve these visions and objectives [24, 25].   

Employees need to share their experience and domain 
information willingly instead of being compelled to share in 
the organizations. Employees in any organizations that share 
quality information will support the creation, sharing and use 

of learning and experience through the strengthening of any 
individuals who investigate new potential outcomes and 
methodologies [26]. Thus in most knowledge culture a set of 
principles and values on how organization interprets and 
facilitates learning are incorporated in the practice of the 
workflow process [24]. 

Technologies such as knowledge respiratory, 
communication networks, electronic mails, data warehousing, 
and decision support systems are essential to promote KS and 
facilitate the exchange of information and knowledge 
throughout the organization as employees are able to create, 
store and share expertise, information and experience with one 
another efficiently [27]. Technology aids in eliminating 
obstruction and encourages knowledge retrieval and dealing 
with the information by supporting the everyday procedure of 
creation, exchange and share information. These frameworks 
will be coordinated in the work process of organizational 
exercises to help KS [28]. The presence of technology in the 
organization does not ensure that the workers will utilize them 
to help them with knowledge exercises when the technology is 
not easy to use and no legitimate preparation was given. It can 
be concluded that tools and technology positively influence 
employees’ perceived behavioral control towards KS.  

KM strategy is essential to ensure successful KM initiative. 
A well-planned strategy gives the premise to the use of abilities 
and assets to accomplish the KM objectives, characterizing the 
association's key information and upgrading the nature of 
organizational learning. The objectives of KM strategy refer to 
the organizational objectives and the importance given to KM 
to achieve those objectives. KM may bridge the gap that 
appears when organizations determine to address these issues, 
to develop new products, to increase innovation and 
productivity [29, 30]. Hence, KM strategy ought to be 
coordinated and adjusted to the business strategy (BS) with the 
goal KM should be utilized to encourage the achievement of 
such objectives and help the organization to address business 
issues and increase completive favorable position [31].  

Recognition and acknowledgment by co-workers, 
superiors, and management motivate employees to share their 
experiences, best practices, and knowledge [32]. Employees 
refrain themselves from sharing knowledge as they are afraid 
of losing their credit for what they have done [33]. Employees 
with a higher level of knowledge determine their status in the 
organization [20]. Reputation and status are gained through 
knowledge sharing activities by providing advice and their 
experience in solving an issue. Thus, reputation enhancement 
positively impacts employees’ attitude towards KS.  

Motivational incentives like reward systems or motivational 
aids should be incorporated in the KM initiatives. 
Organizations ought to incorporate motivating forces and 
rewards be it as far as fiscal or non-money related with the 
significance of effort in knowledge sharing and utilization of 
knowledge. The incentive programs should focus on KS, 
creativity and innovation ideas with group based benefit based 
on high involvement in knowledge sharing [31]. 

 Training allows employees and managers to perform their 
tasks more effectively and develop effective work behavior and 
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ethics that support KM. Organizations are able to convey a 
better understanding of KM concept to their employees via 
training. With training, organizations will be able to create 
awareness on the importance of KM and its benefits. The 
training conducted should focus on the importance of KS and 
the use of KM systems with the aim of fostering creativity, 
innovation, and KS. 

With the help of human resource management, 
organizations are able to focus on the recruitment of employee, 
personal advancement, and retention rate. The purpose of KM 
recruitment is to bring in new knowledge and skills into the 
organization filling the organizational gap by hiring new 
employees who fit into the knowledge culture and have a 
fondness towards KS. Development activities that are 
customized for the employees will help improve the 
employees’ skills and competencies. Another focus of human 
resource management would be the retention of employees. If 
an employee leaves the organization, the knowledge, know–
how and experience goes with it. Thus it is important for an 
organization to retain their employees from leaving by offering 
a decent and conducive working environment, prospects for 
them to grow and advance in terms of their careers to meet 
their requirement and increase their job satisfaction [26]. 

C. Concept of a KM Strategy 

Business strategy is characterized as a state, an adaptable 
arrangement that manages the development of business 
activity. To make sure that the accomplishment of 
organizational objectives and goals in any businesses, the 
strategy must be aligned and aimed at furthering the goals and 
objectives of the organizations [13]. A KM strategy is usually a 
subset of the business strategy for the organization; any KM 
imitative will fail to achieve goals that are substantial to the 
organization if they are not aligned. It is essential that KM 
strategies are aligned closely to the overall business strategy, 
and produce substantial results to the organization as a whole. 
KM strategy demonstrates an overall approach on how an 
organization intends to align its knowledge assets and 
competences to the intellectual requirement of its strategy [29]. 
Hence, the definition adopted for KM strategy in this research 
is a high-level framework and roadmap that highlights the 
processes, technology, and infrastructure required for 
knowledge management to follow effectively throughout the 
organization.  

Most approaches used by an organization in the 
development and implementation of KM strategies do not 
satisfy the KM needs of the organization, and there is a lack of 
cohesiveness across the various approaches. KM strategy 
frameworks can be categorized as, prescriptive, descriptive and 
hybrid. A prescriptive framework provides directions on the 
type of KM procedures and processes to be developed without 
any specific details on how these procedures and processes can 
be implemented. A descriptive framework, however, describes 
KM in a way where the CSFs that influences the success of 
KM and KS are identified and focused on. Lastly, a hybrid 
framework is a mixture of the prescriptive and descriptive 
framework. The study of 11 KM strategies by [13] includes 
four (4) strategies as a prescriptive framework [18]; six (6) as a 
descriptive framework; and one (1) that follows a hybrid 

framework [34]. Even though knowledge strategies should 
have these three components, no knowledge strategies are the 
same as they are unique to the organizations that devise them 
[22, 29]. Thus, in conclusion, it is essential to develop a KM 
strategy that is integrated with the CSFs that need to be adhered 
to and ensure that this strategy is suitable for the organization. 
The aim of this research is to develop a KM strategy based on 
the CSF of KS in a trading company in Malaysia.   

III. METHODOLOGY 

In this research, the broad literature review was conducted 
in order to build theoretical platforms to understand KS barriers 
and CSF in its early stage. The review of literature in this 
research focus on the CSF of KS consisting of organizational 
climate, tools and technology, organizational motivations, 
mutual benefits and reputational enhancements. This is 
followed by a study on the relationship between these barriers 
and KSB. A preliminary investigation was conducted with the 
objective to understand the CSF that promotes KSB in a 
trading organization in Malaysia. A construction trading 
organization was chosen. This organization consists of 800 
employees over 16 organizations that are based in different 
locations such as Malaysia, Singapore, Thailand, China and 
Australia. Qualitative and quantitative approaches were used in 
this study and questionnaire survey was used as the primary 
data collection technique and interview as the secondary data 
collection technique to better understand the participants’ 
perception on KS tools, problems that they are facing in the 
organizations with regard to knowledge sharing in the hope to 
provide a better knowledge sharing strategy to improve the 
current situation. The duration of data collection was four (4) 
months. Due to the geographical and fund challenges, the 
survey was conducted in Malaysia where survey forms were 
distributed to all employees on a voluntary basis. The details of 
the questionnaire are as follow: (i) A total of a hundred (100) 
questionnaire survey forms were given out; (ii) sixty (60) 
employees have responded to the questionnaire survey 
achieving a response rate of 60%; (iii) the questionnaire 
includes sections on the usage of KS tools, types of KS tools 
they used most often, the acceptance level of KS tools, their 
perception on KMS interface design on the barriers and CSF 
mention above. To seek better understanding, a series of 
interview sessions with the employees were conducted. A total 
of four (4) employees from two (2) different departments were 
chosen to take part in the interview activity which lasts about 
an hour each. The interview questions were divided into four 
(4) sections; Introduction, People, Technology and 
Organizational Factors. The analysis approach used was to 
tabulate the results from the questionnaire survey to identify 
issues that were relevant to the main themes. Knowledge 
sharing strategy (KSS) is then developed based on the findings 
of this study and the review of the literature.  

IV. RESULTS AND DISCUSSION 

A comprehensive analysis of CSF of KS based on 
characteristics and factors discussed in the literature review has 
been carried out on the survey conducted. The purpose of this 
investigation is to identify the CSF of KS by having a better 
understanding of the perception of employees towards KS, 
CSF of KS and potential improvement of the knowledge tools 
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and processes. When conducting this study, the participants 
were briefed on the research objectives and the questionnaire 
distributed to them. The findings from the questionnaire survey 
were thoroughly analyzed to discover findings on employees’ 
perception towards KS, the barriers and motivational factors 
that they faced when sharing knowledge using KS tools 
available to them. In this research, the KS tools cover all the 
tools that provided to them for sharing of knowledge. This 
research does not target at a specific KS tool. All the tools used 
by the employees are not mandatory.   

Fig. 1 shows that majority of the employees use email, 
instant messaging and intranet from the knowledge sharing 
tools listed on the survey form. This is because the system that 
they are using currently provides them these capabilities. It can 
be seen that collaboration tools like Google+, Google Group, 
Social Cast, and Yammer are not popular among the 
employees, as the majority of them have never used or heard of 
these tools before. The employees in the organization are still 
using traditional tools to communicate with one another instead 
of using collaborative and social tools. This finding raises the 
question of “what are the reasons that de-motivate them from 
using these new tools?”. This is a question that needs to be 
investigated in the future research. 

 
Fig. 1. Usage of knowledge sharing tools. 

Fig. 2 shows a summary of the usage of KS tools based on 
the purpose of use. The majority of employees constantly uses 
email, calendar, scheduling and instant messaging functions. 
This shows that the employees of Sunway Trading Group of 
Companies (STGC) seldom collaborate with one another using 
Web 2.0 applications such as Facebook or Whatsapp, but 
instead share knowledge via instant messaging and the intranet 
in their communication with one another. 

Fig. 3 shows that the numbers of positive responses are 
more than the negative responses on the employees’ perception 
towards the acceptance of knowledge sharing tools. Although 
the employees have a positive perception and acceptance 
towards knowledge management tools, most of these tools are 
not provided by the organizational systems and they do not use 
them aside from the emails, intranet and instant messaging 
among others mentioned above. Many of these tools used by 
different departments are adopted based on the departmental 
needs. The choice of the tools is also based on the decision and 
resources available to them at that point in time. Tools adopted 
are not consistent across departments and countries too. Hence, 
disparity on tools adoption and usage of tools are high. 

 
Fig. 2. Types of knowledge sharing tools. 

 
Fig. 3. KS tools acceptance. 

It is believed that most of the knowledge sharing tools 
usage is to communicate and collaborate as the majority of 
respondents strongly agree that the purpose of KS is to 
communicate and collaborate with colleagues in the team, 
department, and organization (Fig. 4). Unfortunately, the 
technology used in the organization currently does not create 
an environment where collaboration is being fostered. In 
addition, the communication between teams and departments in 
the organization has not been made easy to all the employees. 
Policy to uphold and process to support have not been properly 
established. It is essential to find out what exactly the 
employees want and expect from the systems that will be used 
for collaboration and communication. Because these KS tools 
are the enablers for communication and collaboration where 
knowledge is shared. 

 
Fig. 4. Perceived purpose of KM. 

Fig. 5 depicts the satisfactory level of KS tools from users 
in terms of user friendliness and ease of access, effortlessness 
of download and knowledge reuse. The majority of 
respondents agree that the interface of the KS tools is easy to 
use. They can use the tools effortlessly for knowledge sharing 
and reuse. Only a small number of respondents disagree and 
disagree strongly on the user-friendliness on the interface of the 
KS tools they use. This shows that there is still room for 
improvement in terms of user friendliness of the tools’ 
interface. More research can be done to find out where further 
improvements can be made. Good user interface design is 
essential as it can make a big difference between a successful 
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and a not successful system. When a tool fails, it makes a 
negative impact to the knowledge initiative in an organization. 
If the employees find that the knowledge sharing tools are 
confusing or too complicated to navigate around, the tools will 
not be used efficiently. Thus it is essential for organizations to 
ensure that the tools that they implement for knowledge 
sharing are user-friendly and easy to use. 

 
Fig. 5. Perception on KS tools interface design. 

The employees’ perception on the effectiveness and 
productivity of using knowledge sharing tools is illustrated in 
Fig. 6. The majority of respondents agree that by using 
knowledge sharing tools, they help in reducing the time taken 
to complete a task by effectively looking up for information 
they needed, and prevent making the same mistakes that 
occurred in the past. Although the majority of respondents 
perceived that there are benefits to knowledge sharing but there 
are a number of respondents disagree. It is essential that 
employees understand the benefits of knowledge management 
and values of knowledge sharing. 

 
Fig. 6. Perception on the KS tools effectiveness and productivity. 

In this research, besides survey was conducted, interviews 
also took place. These interview sessions were carried out to 
focus on several key questions that need deeper study. 

A few interview questions were asked on the commitment 
and management leadership in driving the knowledge 
management activities. Based on the findings, long-term 
commitment and leadership from management are required as 
it is the most critical barrier for successful KM [26]. The 
following quotes show that the management in this trading 
organization agreed on the importance of leadership and 
management support towards KS. 

“The word leaders’ means that people who lead by 
example. It is the responsibilities of the management 
to cultivating KS and learning culture in the 
organization. Management should lead by example 
instead of asking the employees to do something that 
they themselves are not even practicing. They should 
create a knowledge-friendly environment for the 
organization” – Manager 1  

“It is essential for KM initiatives, or strategies to be 
aligned with organizational goals and strategies. 
Without this alignment, any knowledge initiatives and 
strategies will have no meaning and value towards 
the organization.”– Manager 2  

“Employees do not know the importance of KS and 
how it would benefit the organization and them as 
individuals. The organization does not communicate 
the importance and benefits.” – Manager 3  

Employees will share their knowledge publicly in an 
environment that has a well-nurtured sharing culture compared 
to an environment where employees are forced to share 
knowledge. The following quotes show that the managers and 
management in the organization agreed with the literature 
reviewed when asked about the importance of knowledge 
friendly culture.  

“The culture of the organization is the first thing that 
an employee experiences when he/she joins the 
company.”– Manager 1  

“A culture in an organization is hard to change, it is 
a long process to change it but in the end, with a lot 
of hard work, I believe we can achieve a knowledge-
friendly culture.”– Manager 2  

“It is key to promote a culture that values knowledge 
highly; this will encourage KM and KS through the 
empowerment of employees to explore new 
knowledge and approaches.” – Manager 3  

The collaboration culture is key to promote knowledge 
sharing in the organization. To be able to collaborate, 
employees need to trust each other and the information and 
knowledge that is being shared with them. This is supported by 
the questionnaire survey. Fig. 7 shows that 78% of the 
employees agree that it is key for employees to trust that the 
information shared is accurate; 58% of the employees agree 
that it is important to build the trust among employees in the 
organization in order to have successful knowledge sharing. 

 
Fig. 7. Importance of trust among colleagues. 
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An employee needs to be acknowledged by coworkers, 
superiors, and management in order to encourage others to 
share their knowledge [32]. The following quotes show that the 
managers and management team in organization agreed when 
asked about the matter. 

“People do things for recognition and employees in 
this organization is no different”– Manager 1  

“Any form of acknowledgment and recognition 
shown by us, the managers or other colleagues will 
definitely boost the chances KS.”– Manager 2  

The need for recognition and acknowledgment is also 
supported by the questionnaire survey results. As shown in Fig. 
8, 68% of the employees agree that men have a high level of 
fear of losing their job as they are fear of losing power and 
ownership when knowledge is being shared with colleagues. 

 
Fig. 8. Higher job security and recognition. 

 
Fig. 9. Technology and tools helps KS. 

Technologies such as knowledge respiratory and 
communication networks [27] are keys to promote KS and 
facilitate the exchange of knowledge throughout the 
organization as employees are able to create, store and share 
expertise, information and experience with one another 

efficiently. 72% of respondents agree that technology helps 
employees find and search for information efficiently (Fig. 9); 
81% agree that technology helps employees check information 
and share knowledge with colleagues (Fig. 10); 87% agree that 
technology helps employees communicate and share 
knowledge easily; 87% agree that technology helps 
communication in the organization (Fig. 11). 

 
Fig. 10. Technology to keep up to date information. 

 
Fig. 11. Technology to communicate and share knowledge. 

Financial incentives namely better pay, bonuses, job 
security, career advancement [15] are keys to encourage KS. 
This study agrees with the literature and shows that 68% of the 
respondents from the study agree that higher bonuses will 
encourage them to share knowledge among their co-workers 
(Fig. 12). 71% of the respondents agree that rewards should be 
given accordingly to the level of KS contributed by the 
employees regardless of their position and ranks (Fig. 13). 
Finally, the study also shows that 62% of the respondents agree 
that incentives should be given to promote the managing and 
sharing of knowledge (Fig. 14). 

Despite the availability of technology, management 
commitment, and leadership, the lack of KM processes and 
methodologies is also a downfall of KM in an organization. 
Managers agreed that proper process is important and this 
aligns with the literature reviewed:  
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“It is important for organizations to have a proper 
and efficient knowledge sharing processes and 
methodology in place to store and disseminate the 
knowledge properly” - Manager 1  

“Without a standardized KS processes, knowledge is 
not truly shared; each department has their own way 
to share knowledge.”– Manager 2 

 
Fig. 12. Higher bonus encourages knowledge sharing. 

 
Fig. 13. Reward accordingly. 

V. STRATEGIES TO OVERCOME BARRIER 

A successful KM implementation needs to overcome KS 
barriers. This includes well thought measurable actions and 
processes. Both the management team and the employees need 
to cultivate knowledge sharing culture in the organization in 
order to achieve goals set. Organizations embarking on the KS 
journey needs to devise a set of strategies from all aspects so 
that they fit well into the ecosystem of the organization such as 
the vision, missions, and goals of the organization in the 
implementation of knowledge management initiative. Drawing 
from the strategies discussed in the [34, 35], the following 
strategies are developed to align with the business goals of the 
construction trading organization in this research project: 

 
Fig. 14. Incentive in KS. 

Strategy 1: Building a noticeable link between KS and 
organization’s goals.  

Experts and administrators must inspect if the 

organization’s objectives and procedures provide support to the 

creation and utilization of KS. In the event that the 

organization’s objectives and missions do not express clearly 

and accurately the significance and advantages of 

organizational learning and KS, then it is hard for the 

organization to pass on and share with the information 

specialists the significance of KM and KS in the organization. 

Different organizations that had effectively actualized KM and 

KS have rebranded its qualities and incorporate the 

significance and advantages of KS into the core values of the 

organization. The establishment of a brand or tagline in the 

organization also helps convey the message to the employees 

that knowledge is highly valued and should be utilized 

whenever possible. Successful knowledge intensive 

organizations have started their KM efforts by connecting the 

importance of KS with challenges faced by organizations. With 

this, KM and KS processes can be framed as a strategy to 

reduce the time needed to complete tasks that will prohibit the 

employees from meeting the organizational goal.   

Strategy 2: Integrate knowledge sharing with values 
held by the organization.   

Values infused in the organizations should be recognized 
and assessed to cultivate a strategy for KS and KM. If KS is 
used to integrate into the organization’s value, then the 
introduction of KS can be perceived by employees as a way to 
extend their belief in the original value. For instance, if the 
organizations understood and encouraged the value of 
collaboration, KS can be used as a way to promote 
collaboration. Consequently, the value of collaboration can be 
strengthened with the help of KS.  

Strategy 3: Integrating incentives and rewards into the 
knowledge sharing processes.  
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Management should look at the reward and recognition 

component of employees’ performance evaluation to determine 

their relationship to KS values. Employees who are recognized, 

evaluated and rewarded on their ability to use and share 

knowledge with others will most likely to embrace KS 

processes in their jobs. On the contrary, if the management 

promotes or praises employees on what they know instead of 

the knowledge that they share with others will encourage 

knowledge hoarding in the workspace. This discourages the 

nurturing of knowledge sharing friendly environment. 

Management should implement a system that recognizes and 

evaluates staff who have increased and intensified KS in the 

organization. Employees who exercise and demonstrate best 

KS practices should be recognized and rewarded as a form of 

motivation.  

Strategy 4: Tailor KS processes to the culture of the 
organization. 

The way organizations respond to changes varies in 

different ways; it is essential to reflect on the past 

organizational changes before introducing KM into an existing 

organizational culture. Organizations with formal culture and 

process, the change process might need to include a note from 

the management explaining the importance and need for the 

mechanism of knowledge sharing, using training and pilot 

projects to introduce KM. Management is able to assess the 

organizational culture that can encourage or inhibit KS 

behavior in the organization via different aspects of the 

organizational knowledge sharing culture: teamwork, 

reflection, and the spirit of learning.  

Teamwork involves all the employees working together by 
communicating to each other, trust and strength to manage the 
group interaction. Trust acts as a predominant enhancer or 
proactive KS. It is essential that employees capture the 
importance of KS, especially on how KS benefited their 
organization in the past. Organizations should make use of 
important lessons and best practices in the past case studies, 
training provided to employees on the tools used to share 
information within the organization, and lastly rewarding 
employees when knowledge is shared.  

Management should encourage sharing and sees learning as 

a part of every employee’s job and workflow, where there are 

progressive discussions and on what employees have learnt 

from projects and delivery of services as critical reflection 

works best in a team. Management should manage the 

organization as a learning organization where the importance 

of intellectual capital is well understood and regard their 

employees as key roles in developing the organization. The 

organizations should also actively pursue knowledge based 

skills and integrate organizational learning into the daily 

workflow by defining processes to set learning agenda and 

capture, filter, apply and share knowledge via technological 

platforms. With these processes in place, the organization will 

be able to provide sharing and learning opportunities for all 

employees and create a culture that values organizational 

learning and sharing by reinforcing it with incentives.   

Strategy 5: Implementing an effective informal network 
of employees.  

With a proper and effective network implemented in an 
organization, it is easier to establish open communication, trust, 
and mutual obligation to share knowledge in the organization. 
Management needs to understand where employees naturally 
seek knowledge to solve their problems and their preferences 
in which technology is suitable. Therefore, it is crucial for an 
organization to know how their employees seek information 
and knowledge and whether they are comfortable using the 
technology to share knowledge.  

Strategy 6: To identify the extent and strength of 
knowledge that exist in the organization and ways to 
capture and disseminate them.  

Organizations contain a large amount of knowledge, be it 
tacit or explicit knowledge. Nevertheless, employees find it 
hard to find where knowledge resides, how it can be assessed 
and located thus shared effectively. While many organizations 
collect, store and share explicit knowledge, they often just 
translate tacit knowledge into knowledge that can be utilized by 
all employees. Organizations should manage the use of tacit 
knowledge efficiently and valued it as the key to achieving 
competitive advantage. High level of understanding and 
appreciation for tacit knowledge can greatly facilitate KS. Most 
organizations have mechanisms to collect and store explicit 
information but there are few strategies to access and collect 
tacit knowledge. Thus, it is essential that management to 
educate employees on what tacit knowledge is and stresses 
how important and valuable tacit knowledge is for the future. 
Management should ensure that the organization has the 
capacity to transform into accessible knowledge for all 
employees by encouraging open discussions and forums, 
orientation, mentorship and training programs, communities of 
practices, lessons learned and best practices, among others.  

Strategy 7: Utilize a KM team to facilitate the 
implementation of KM strategies.  

Knowledge workers in any organizations are the ones that 
create, hold and shares knowledge. It is essential for an 
organization to find a team that is skilled at transforming 
experience in collecting, assessing, applying and disseminate 
knowledge via tools and technology to take care of issues and 
challenges. Organizations need to identify individuals that have 
the ability to identify strategies to seize and disseminate 
knowledge, an understanding of barriers and enablers of KS 
and the technological issues involved. These individuals can be 
part of the implementation process of a KM strategy that 
involves in-service training, hiring practices, managing the 
expectations of employees and reward systems. 

VI. CONCLUSION AND FUTURE RESEARCH 

Knowledge sharing factors in any knowledge management 
framework and initiative can motivate or inhibit the success of 
knowledge sharing ecosystem in the construction trading 
organization. This research has laid a strong foundation for 
future research in other industries. This research has also 
provided a deeper understanding of the motivators and barriers 
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that one needs to take into consideration. These factors help the 
formulation of knowledge sharing strategies. This research 
adopts the strategies to explain in conjunction with the factors 
found in the findings of the research and they are found to be 
aligned. In the future research, outcomes found can be reused 
with these factors to investigate needs in other industries and 
domains too. 
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