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Overcoming Barriers of Knowledge Sharing through Communities
of Practice: A Case Study of Steel Company
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1. Introduction izations is how to encourage knowledge sharing be-
cause knowledge is the organization’s intellectual
Knowledge management involves the panoply of capital, of increasing importance in promoting com-
procedures and techniques used to get the most from petitive advantage. For such capital to exist, in-
an organizations tacit and codified know-how (Teece, dividual members of the organization must make this
2000). While defined in many different ways, knowl- knowledge available; share their knowledge with
edge management generally refers to how organ- co-workers.
izations create, retain, and share knowledge (Argote, Knowledge sharing is the most important critical
1999). A key challenge emerging for such organ- success factor to all knowledge management strategies.
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Effective knowledge sharing practices allow in-
dividual to reuse and regeneration of knowledge at
individual and organizational level (Chaudhry,
2005). However, at the heart of knowledge sharing,
two types of bottleneck exist: individual and organ-
izational barriers. Individual barriers include internal
resistance, trust, motivation and a gap in awareness
and knowledge. Organizational barriers consist of
language, conflict avoidance, bureaucracy (Disterer,
2001) and distance. Effective knowledge sharing oc-
curs when appropriate solutions are built in an
organization.

Despite the wide agreement that knowledge shar-
ing occurs within a social context, current efforts of
knowledge sharing continue to put a heavy emphasis
on knowledge delivery and technology. However,
knowledge sharing is basically about people’s inter-
action and its byproduct. This requires a change in
focus from technology-driven to people-driven ap-
proach of knowledge management (Chatti et al.,
2007). That is to say, with technology evolving, the
paradigm of knowledge management is shifting from
a conventional approach to a communicational app-
roach. With technology as an enabler, new conversa-
tional knowledge management is characterized by
the combination of formal and informal knowledge
sharing within a social context. The communica-
tional approach to knowledge sharing can be im-
plemented with community of practice.

The definition of a community of practice (CoP)
is “a group of people who share a concern, a set of
problems, or a passion about a topic, and who deep-
en their knowledge and expertise in an area by inter-
acting on an ongoing basis” (Wenger and Snyder,
2000). These groups tend to interact regularly by
meeting face-to-face or relying on technology to fa-
cilitate discussion and due to their members” desire

to exchange knowledge.

As the focus is put on human factors, the main
limitations for effective collaboration are related to
the human nature and a lack of adequate motivation
policy. In this context, the communities of practice
appear to be an instrument, overcoming the behavior
constraints and manifesting the emergence of new
organizational culture.

The main goal of this article is to investigate
knowledge sharing barriers and to propose the use
of communicational knowledge sharing based on
CoP to remove barriers. The article demonstrates the
opportunity for more effective knowledge sharing
through the application of the CoP driven SECI
model based on knowledge sharing. Also, the article
introduces “Integrated operation and maintenance
community” as CoP that enables effective knowl-
edge sharing in organization. It empirically analyzes
the integrated operation and maintenance community
as a case study to provide evidence for the feasibility
and effectiveness of the proposed approach. In order
to provide a deep understanding of the communica-
tional knowledge sharing, breaking the knowledge
sharing barriers will be discussed in more details
through case study.

Seeking a solution to the problems of organiza-
tional knowledge sharing, the article makes the fol-
lowing argument. Section 2 gives an overview of
knowledge sharing in organization and previous ap-
proaches to communicational knowledge sharing,
and identifies two types of knowledge sharing bar-
riers in organization. Section 3 proposes a frame-
work for overcoming batriers of knowledge sharing
based on CoP in an organization. Section 4 explains
the integrated operation and maintenance community
as a case study and discusses solutions of breaking
the knowledge sharing bottlenecks based on our
experience. Finally, section 5 provides conclusions

and implications of our study

132

Information Systems Review, Vol.11, No.2



MYBSHE olsto! MAFRE Moy 32

II. Related works

2.1 Knowledge sharing in an organization

According to Nonaka and Takeouchi (1995),
knowledge creation should be viewed as a process
whereby knowledge held by individuals in amplified
and internalized as part of an organization’s knowl-
edge base. In this view, much of organizational
knowledge is accumulated and managed at the in-
dividual level (Staples and Jarvenpaa, 2001). Memibers
in the organization capture, store, use, and modify
the knowledge that they have in their daily activities
at work (Lam, 2000). Thus, knowledge is created
and shared through the interaction between in-
dividuals at various levels in the organization. In oth-
er words, organizations cannot create knowledge
without individuals and group, and, the knowledge
is likely to have limited impact on organizational ef-
fectiveness unless individual knowledge is shared
with other individuals and group

Ackerman et al. (2003) was considered the fol-
lowing three types of knowledge sharing within or-
ganizations: knowledge retrieval, knowledge ex-
change, and knowledge creation. First, knowledge
retrieval means that the main purpose of knowledge
sharing from the organization to the individual is re-
trieving existing organizational knowledge. Second,
knowledge exchange describes that the purpose of
knowledge sharing from an individual to other in-
dividuals is exchanging existing individual knowledge.
Finally, knowledge creation explains that the main
goal of knowledge sharing among individuals is gen-
erating new knowledge, resulting from new combi-
nations of existing individual, shared, or organiza-
tional knowledge.

Knowledge sharing is basically the act of making

knowledge available to others within the organization.
Knowledge sharing between individuals is the proc-
ess by which knowledge helds by an individual is
converted into a form that can be understood, ab-
sorbed, and used by other individuals. Knowledge
flow is concerned with developing channels or net-
works between knowledge provider and seeker (Shin
et al., 2001). Knowledge flow in organization is fun-
damentally driven by communication processes and
information flows.

Knowledge sharing between individuals is also a
process that contributes to both individual and organ-
izational learning (Nidumolu et al, 2001). Huber
(1991) further identified four knowledge concepts
that contribute to organizational learmning: knowledge
acquisition, information distribution, information in-
terpretation, and organizational memory. The con-
cept knowledge sharing presented in this article is
linked to both knowledge distribution and knowledge
acquisition. The voluntary act of sharing knowledge
by an individual contributes to knowledge distribution.
The process of sharing may result in knowledge ac-
quisition by other individuals within the organization.
Knowledge sharing between individuals thus results
in individual learning, which in turn may contribute
to organizational learning.

2.2 Barriers of knowledge sharing

Knowledge management has become much easier
to use, higher productivity and effectiveness with
technology support. But technology has confronted
with the problem sometimes called the “cultural
wall“(McDermott and O’Dell, 2001) in organization.
Cultural factors are considered to intrinsically inhibit
knowledge transfers. They include a lack of trust,
different cultures and vocabularies, a lack of time

and meeting places, a lack of absorptive capacities
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in recipients, belief that knowledge is prerogative of
particular groups, etc (Davenport and Prusak, 1998).
The main problems are made of cultural restrictions
that can divide into individual and social bartiers
(Bures, 2003).

We can regard internal resistance, trust, motiva-
tion and a gap in awareness and knowledge as the
main individual barriers. And passing on knowledge
to colleagues or putting working results into a
knowledge database may be felt to be and consid-
ered as a revelation, because it announces that this
knowledge has a certain value and uncommon. Also
trust influence on both the receipt and the prop-
agation of knowledge. If an individual does not trust
the information or knowledge they will receive they
are clearly improbable to make full use of it (Barson,
2000). At the same time, some employees do not an-
ticipate reciprocal benefits from transferring their
knowledge since they do not accept these benefits
or they do not experience it (Disterer, 2001). And
some workers have largely only awareness of the
trouble, but they do not know anything more. It in-
fluence that they do not want to listen to again things
they already know (Bure§, 2003).

And as the main social barriers we can identify
language, conflict avoidance, bureancracy (Disterer,
2001) and distance. Sometime certain language used
in one section, department or division, so it is unin-
telligible for others (Bures, 2003). The result, in
some companies a certain lack of an authentic lan-
guage is perceptible (Krogh, 1998). And sometimes
we can acknowledge effort to avoid changes and do
not risk too much. That influence new knowledge
and approaches containing new ideas or innovative
points of view can be lost (Bure$, 2003). Also, high
level of bureaucracy and organizational institution
type often use procedures and approaches get worse
knowledge sharing. And geographical separation

may also result in the companies working in differ-
ent cultural, legislative or linguistic environments.
Face-to-face communication as the most efficient
methods, but the geographical location of the organ-
izations may mean that this is not possible (Nonaka,
1991).

2.3 Approaches to overcoming barriers
of knowledge sharing

According to Disterer (2001), he described vari-
ous individual and social barriers that hinder people
10 share and transfer their knowledge. From analysis
he draw some suggestions how to overcome these
impediments. In detail, organization needs to strive
for a culture of accepting mistakes and not to penal-
ize errors and develop a common set of pattern and
values for an organization to solve trust problem; in-
formal and face-to-face communication reduce the
distance between workers and executives. But it is
just conceptual approach and is not easy to find real
case how to share and practice the knowledge among
organization members.

McDermott and O’Dell (2001) identified culture
is often seen as the key inhibitor of effective knowl-
edge sharing. So he proposes that linking sharing
knowledge to solving business problems; introducing
knowledge management in a way that alliances the
organization’s way; building on existing networks
people use in their daily work. But it just focuses
on link and collection of knowledge in a centralized
repository and its accessibility.

As the barriers to knowledge, Rosen er al. (2007)
assigned constraints on building trusting relation-
ships; time constraints and deadline pressures; tech-
nology constraints on knowledge sharing; failure to
develop a transactive memory system; cultural con-
straints on knowledge sharing. And as a best practice
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solution for overcome barriers, he mentions that
overcoming time constraints and deadline pressures;
adapt technology to virtual team needs; Building a
transactive memory system; Educate team member.
Yet it is notional approach and is difficult to find
real case. And it just focuses on collection of knowl-
edge not focuses on conversational knowiedge
management.

And as the transfer problems of the knowledge
management, Cantoni et al. (2001) focused on cul-
ture and localization. So he argues that training, web
technologies and variety of organizational structures
can lower the barriers to knowledge transfer. But it
just focuses communication technology and it is not

explain how make social network in the concrete.

2.4 Approaches to communicational
knowledge sharing

With technology evolving, paradigm of knowl-
edge management is shifting from a conventional ap-
proach to communicational approach. The traditional
knowledge management focuses on collection of
knowledge in a centralized repository and its acce-
ssibility. In this view, a knowledge network in an
organization is the key enabler for knowledge work-
ers to communicate with each other (Stewart, 2001).
The organization is capable of chaining valuable
knowledge resides in business competencies into a
shared domain based on the information and commu-
nication technology. Also, Lan and Unhelkar(2005)
explained that the knowledge sources of organization
should originate from both intra and inter organiza-
tional scopes.

In contrast, conversational knowledge manage-
ment focuses on the knowledge network infra-
structure and collaboration of knowledge creation
among knowledge workers. Wagner (2006) identi-

fied knowledge acquisition bottlenecks and proposes
the use of collaborative, conversational knowledge
management to remove them. Internet and Web con-
nectivity has greatly improved the popularity of
these conversational technologies in recent years.
Major types of technologies to facilitate the commu-
nicational knowledge sharing through knowledge
network include discussion forums, instant mes-
sengers, Internet chat, video and audio streaming,
video and audio conferencing, group decision sup-
port system, weblogs, and wikis.

Iverson and Mcphee (2002) described the new ap-
proach to knowledge management as a “Community
of Practice (CoP).” CoP is a group of people who've
worked together over a period of time and through
extensive communication have developed a common
sense of purpose and a desire to share work-related
knowledge and experience. Members of CoP may
not stay in the same geographical location, share the
same time zone, or use the same operating systems,
but on the same knowledge network (Lee and Lan,
2007). The knowledge network is a powerful driver
for knowledge sharing between members of organi-
zation.

M. A framework for overcoming
barriers of knowledge sharing
based on Communities of
Practice

This framework consists of bartiers of knowledge
sharing and knowledge sharing based on CoP. Also,
the process of this framework is divided into the four
steps based on Nonaka and Takeuch’s knowledge
transfer spiral model (1995): Socialization, Externali-
zation, Combination and Internalization. Ultimately,
the implementation of this framework in an organ-

ization is to overcome bottlenecks of knowledge
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{Figure 1) A framework for overcoming barriers
of knowledge sharing based on
CoP in an organization

sharing and to share amount of knowledge through
CoP.

The upper tier of the figure includes knowledge
sharing model based on CoP. In this figure, each
process of SECI model consists of individual, com-
munity, and organization. There are four modes of
knowledge conversion, namely, socialization, ex-
ternalization, combination and internalization. Socia-
lization is the process of creating new tacit knowl-
edge such as skills, out of existing tacit knowledge
through shared experiences, for example in informal
social meetings. The socialization starts with build-
ing a “space” to support interaction among members.
Externalization is the process of articulating tacit
knowledge into explicit knowledge such as concepts,
hypotheses, or models. This field prompted by mean-
ingful dialogues or reflections. Combination converts
explicit knowledge into more complex and system-
atic sets of explicit knowledge, called “systemic
knowledge”. Examples of such a conversion process
are sorting, adding, combining, and categorizing ex-
plicit knowledge. Internalization, finally, is the proc-
ess of turning explicit knowledge into tacit know-
ledge. Internalization produces “operational knowl-

edge”, for example by training.

The lower tier of the figure means barriers of
knowledge sharing based on the knowledge transfer
model. There are two types of barriers, which are
defined by one dimensions of interaction whether the
interaction takes place individually or collectively.
The left half of the upper tier includes intemal resist-
ance, trust, motivation and a gap in awareness and
knowledge as individual barrier. The right half shows
language, conflict avoidance, bureaucracy and dis-
tance as social barriers of knowledge sharing. Ac-
cording to Nonaka et al. (2000), “Ba” can be thought
of as a shared space for emerging relationships. This
space can be physical (eg. office, dispersed business
space), virtual (e.g., email, teleconference), mental
(eg. shared experiences, ideas, ideals) or any combi-
nation of them. Ba provides a platform for advancing
individual and collective knowledge. There are four
types of ‘ba’ that correspond to the four stages of
the SECI model. Each category describes a ba espe-
cially suited to each of the four knowledge con-
version modes: originating ba, dialoguing ba, sys-
temizing ba, and exercising ba.

In individual barriers, the originating ba corre-
sponds to the socialization phase in the SECI mode.
Tacit knowledge in the originating ba is shared
among individuals, generally in face-to-face environ-
ments; sympathy, empathy, care, love, trust, commit-
ment, freedom, and safety. Also, the exercising ba
supports the internalization phase. Focused training
with senior mentors and colleagues consists primar-
ily of continued exercises that stress certain patterns
and the working out of such patterns. Organizational
issues that are closely related to individual barriers
are vision and culture. In social bartiers, on the other
hand, the dialoguing ba is a situation in which, by
means of dialogue, individuals share their experi-

ences and abilities, converting them into common
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terms and concept. Also, the systematizing ba offers
a context for the combination of new explicit knowl-
edge with the one that already exists within the
organization. Organizational issues that are closely
related to social barriers are IT infra and operation
system for knowledge sharing.

We will use this framework to discuss how know-
ledge is shared and generated and learning take place
in a virtual CoP and how bottlenecks of knowledge
sharing are overcome in a virtual CoP.

IV. Case study
4.1 Overview of community

P company introduced CoP on a purpose of crea-
tion of core knowledge which help attain a goal of
business strategy. Complicated and difficult Six sig-
ma is changed to QSS (Quick Six Sigma) that every-
one can participate. In other words, QSS is a compo-
sition of self managing activity that all members par-
ticipate, formal activity and report and scientific
methodology of ‘six sigma.” CoP in P comapny is
explained that it is an aggregate of ‘spirit’ of self
management, ‘technique’ of six sigma and easy to
use ‘IT Infra’.

Among many CoPs in P company, Integrated
maintenance and operation community is the best ex-
ample which has improved work efficiency pretty
much. This community was set up on May, 2007 and
is composed of 190 members who work in the de-
partment of operation, repair and others. The main
activity of the CoP is finding common task to find
out a way out by combination of special knowledge
of equipment and driving knowhow. To put in detail,
CoP activity procedure starts from the step of dis-
covering wasteful part. All members participate in
finding wasteful part and make a reform measure

and solution by managing wasteful part list. Members
state their opinion by putting post-it on a wasteful
part finding board in office or writing out a on-line
space of CoP.

On the basis of standard process of renovating ac-
tivity in department, themes on the wasteful part list
are grouped as immediate practice, solution and QSS
task. Then immediate practice themes are classified
as several type and activity to solve these problems
are launched.

Discovering wasteful part
=+ On-line and off-line discussion

i Selecting the practice subject

Executing the practice subject
{Figure 2) CoP activity procedure in P company

The second step is on-line and off-line discussion.
On this step, CoP members examine the suitability
of subjects which was suggested by on-line and
off-line. In the process of examination, members can
raise their consciousness of problem and share a di-
verse way of solutions for those problems. Using a
CoP as a space for on-line workplace, they suggest
the problems and solutions on CoP and other mem-
bers participate in CoP with replying their opinion
of registered solution.

The next step is selecting the practice subject. On
this step, members classify the subject into short
time subject and long time subject. Short time sub-
jects are needed to be practiced in improved way on
a work place immediately. Members reach a con-
clusion with off-line discussion after listing on-line

discussion issues and doing on-line poll to select the
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practice subject.

The last step is executing the practice subject.
Members register rotation work diary and the result
of maintenance work on CoP. This change of work-
ing system helped to raise work efficiency and pre-
vent an accident of large equipments. Moreover,
trust between departments becomes higher and a co-
operative atmosphere is created because of change
of working style.

In conclusion, they can prevent accident in equip-
ments using CoP as a tool of communication and
discussion. After managing the problem, members
register or report the result of immediate practice on
CoP and revise a work standard. Sometimes money
incentives are given to best suggestions and those
standardized processes can be applied for a patent.
Such a positive problem solving leads to a decreased
number of mistakes. Moreover, by reason of the fea-
ture that most members of the integrated main-
tenance and operation community work in different

place, on-line learning and discussion is very useful.

4.2 Knowledge sharing based on CoP

Based on Nonaka and Takeuch’s knowledge trans-
fer spiral model, begin to analyze how knowledge
is shared and generated and learning take place in
a CoP for P company.

Socialization is the process of creating new tacit
knowledge such as skills, out of existing tacit knowl-
edge through shared experiences. P company pro-
vides an informal space for employees with CoP that
activates communication and discussion. CoP helps
to recover the trust between employees consolidate
their relationship. Also CoP offers a space of reno-
vation activity such as discovering wasteful part on
work-site.

Externalization is the process of articulating tacit

knowledge into explicit knowledge. P company cre-
ates core knowledge of company and makes it its
immaterial property for attainment of business strate-
gic goal with CoP. Also, P company makes major
issues documentation by means of revitalization of
on-off discussion in CoP. It enables result of CoP
activity be knowledge of organization.

Combination converts explicit knowledge into
more complex and systematic sets of explicit knowl-
edge, called “systemic knowledge.” P company es-
tablishes a database of overall knowledge of com-
pany based on the examination and feedback of out-
come of CoP in each department. Company also sup-
port for production of CD which contains best
knowledge and enhance quality of knowledge by
classifying best CoP knowledge into knowledge
bank.

Internalization, finally, is the process of turning
explicit knowledge into tacit knowledge P company
offer a space for lifelong study for employees by
means of activation of CoP, thus employees can have
a twenty-four hour study and innovation activity.
Also, it share related technology data systematically
with onjoff line study, thus leads strengthen the vol-
untary study and personal competency. In this way,
P company not only share and create knowledge but
also make learning take place in CoP with knowl-

edge transfer spiral model.

4.3 Qvercoming barriers of knowledge
sharing through CoP

4.3.1 Breaking individual barriers of
knowledge sharing through CoP

As it is explained in the previous section, , The
main characteristic of CoP of P company is informality.
It provides an informal space between members by

means of CoP. Free discussions and social inter-
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actions are allowed and it help the creational of addi-
tional knowledge. Moreover, concern and encourage-
ment of executives and other superiors causes the
stimulant of CoP activities that help solve internal
resistance problems.

Relationship not only between staff and superior
but also between staffs is strengthened due to partic-
ipating in physical and social activities together. CoP
with full of love and trust among all the members
of CoP can be achieved through of a strong relation-
ship among Cop members. CoP members participate
in various social activities outside the work with
their family members. For example Members in CoP
share hobby or social activities with other members
in group or their families. Active communication and
discussion help Cop members build the strong trust
and connective between members.

When the derived problem is solved, members re-
port that problem reached a conclusion and resettle
the work standard.

P company intensified compensation system of
production result standard. Company has operated
‘CoP leader’s club’ which has 450 members CoP
from 2005. In this CoP, members share best CoP and
innovation cases and study development direction for

successful CoP. Company encourages CoP activity

{Figure 3) Informal discussion between the
day shift and the night shit

(Figure 4) Workout meeting for improvement

and solution

giving a reward to the top 10~15% best commun-
ities and intensifying proposal or patent related
compensation. It also constitutes the best CoP Man
and gives valanced knowledge miles for all knowl-
edge activities. This knowledge mile is related to
promotion of employees on a human resource man-
agement level.

The reliability of knowledge is improved through
the circulation of problem solving process in CoP.
When a problem needed to be solved comes up to
CoP, CoP members get together and begin to solve
the problem. Then, the solution is stored in CoP, and
the solution to the problem keeps continuously up-
dated and become standardized. Based on the knowl-
edge obtained by solution the gap in awareness and
knowledge and the solution is constantly updated by

other CoP members.

4.3.2 Breaking social barriers of know-
ledge sharing through CoP

People who are exposed to common class of inter-

est and problems often develop a common language

to communicate and develop a sense of mutual obli-

gation to help each other. In the integrated main-

tenance and operation community, members do in-

timate activities such as physical training or volun-
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teer work with their members. Jargons used in one
department and contents cannot be understood by the
members in other department. CoP can resolve this
issue. The characteristic of CoP provides the com-
munication bridge between two groups. Members in
CoPs can share jargon, and information through CoP
and resolve identify language problems.

Sometimes we can acknowledge effort to avoid
changes and do not risk too much. Complicated six
sigma was changed to QSS (Quick Six Sigma) that
all staffs can participate on the base of CoP. Using
a CoP as a base, company can make a organizational
culture that work, innovation and study are natural
in everyday life. Also members have easy access to
CoP because community is based on ‘IT Infra’ that
is very easy to use. As a result, there could be no
aversion and any one can ask informal questions
which could manage a liberal space for communicat-
ing knowledge among group members. The result,
company members don’t feel to effort to avoid
changes and do not risk too much.

High level of bureaucracy and organizational in-
stitution type often use procedures and approaches
get worse knowledge sharing. To overcome these
kinds of barriers, superiors give staff great encour-
agement to carry out the plan for solving the prob-

(Figure 5) A meeting for familiar talk among
members

lem with the feeling of intimacy that leads staff can
feel pride for CoP activity. To give an example, a
lot of members state that it was very helpful to reach
a goal when they feel their high-ups are very con-
cemned about CoP activity. Moreover most staff feels
superiors are men of easy access not men of difficult
access after CoP activity.

And to solve geographical separation, many com-
panies have used the Web as a technology for en-
abling knowledge sharing at both workgroup and
company levels. As seen in the case of integrated
maintenance and operation community, large number
of community members work in diverse department
and different place. They use CoP as a tool of
on-line discussion and a pool of various opinion.
Web is playing an important role when the problem
solving theme is decided with on-line pole and mem-
bers participate in process of solving the problem by
replying other member’s registered opinion. Also,
using a function of managing schedule of on-line
community, it can manage the schedule such as
off-line meeting time what lead to raise a partic-

ipation of community and efficiency of work.

V. Conclusion

The knowledge management theoretical and prac-
tical literature review emphasize on overcoming bar-
riers of knowledge sharing as major factors for suc-
cess of the KM within an organization. Individual
and social barriers often prevent effective knowledge
sharing. It is therefore necessary to identify and
eliminate the maximal number of these barriers. In
fighting with individual and social barriers we can
use tools and techniques like narrative, expressive
communication, trust, managing people, team work,
balanced usage of codification and personalization

approaches, design and organization of workplaces.
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In this context, we proposed the use of communi-
cational knowledge sharing based on CoP to remove
them. As a new communicational knowledge man-
agement tool, CoP is characterized by the combina-
tion of formal and informal knowledge sharing with-
in a social context. CoP tends to interact regularly
by meeting face-to-face or relying on technology to
facilitate discussion and due to their members® desire
to exchange knowledge.

In this study, we demonstrated the opportunity for
more effective knowledge sharing through the appli-
cation of the CoP driven SECI model based on
knowledge sharing in order to overcome bottlenecks
of knowledge sharing in an organization. In order to
produce evidence for the feasibility and effectiveness
the proposed approach, we introduced and analyzed
the integrated operation and maintenance community
as CoP that enables effective knowledge sharing in
organization. Among many CoPs in P steel com-
pany, this community is the best example which has
improved work efficiency pretty much.

To break individual bottlenecks of knowledge
sharing, P company provides an informal space be-
tween members by means of CoP. Community activ-
ities are done with family of members, for example
they share hobby or social activity with other mem-
bers or their families. Members of community share
study plan or personal schedule with management of
community schedule. Also, Company has operated
‘CoP leader’s club’ which has 450 members CoP
from 2005. In this CoP, members share best CoP and
innovation cases and study development direction for
successful CoP. Company encourages CoP activity
giving a reward to the top 10~15% best commun-
ities and intensifying proposal or patent related
compensation..

To overcome social barriers of knowledge shar-

ing, members in the integrated maintenance and op-

eration community do intimate activities such as
physical training or volunteer work with their family.
As seen in the case of integrated maintenance and
operation CoP, large number of community members
work in diverse department and different place. They
use CoP as a tool of on-line discussion and a pool
of various opinion. Members have easy access to
CoP because community is based on 'IT Infra’ that
is very easy to use. Using a CoP, company can make
a organizational culture that work, innovation and
study are natural in everyday life.

In this way, P company not only share and learn
knowledge but also overcome barriers of knowledge
sharing in CoP with knowledge transfer spiral model.
Although CoP has demonstrated the ability to facili-
tate effective knowledge sharing in an organization,
the authors believe that there are concerns still yet
to be resolved. Questions to be considered are the
further research topics embracing mechanisms or al-
gorithms to measure the validity of knowledge, im-
plications of the cultural change, and govemance of
the collaborative platform.
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Abstract

Knowledge management is systematic management of vital knowledge resources and its associated
processes of creating, gathering, organizing, diffusion, use and exploitation. A key challenge emerging
for such organizations is how to encourage knowledge sharing within organization because knowledge
is the organization’s intellectual capital, of increasing importance in promoting competitive advantages.
Isolated initiatives for promoting knowledge sharing and team collaboration, without taking consid-
eration of the knowledge sharing limitations and constraints can defeat further development of KM
culture.

This article investigates knowledge sharing bottlenecks and proposes the use of community of prac-
tice as an effective instrument for knowledge sharing. The article demonstrates the opportunity for
overcoming barriers of knowledge sharing through the application of communities of practice. The ar-
ticle introduces a steel company case as the best practice of communities of practice. Then, the paper
empirically analyzes the case study to provide evidence for the feasibility and effectiveness of the pro-
posed approach.

Keywords: Knowledge Sharing, Barriers of Knowledge Sharing, Communities of Practice, Knowledge
Management
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