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ABSTRACT

Thisarticleaimsatproofingempiricallytheinfluenceofsocialinteractioninknowledgesharing
byfocusingonkeypersonsandthewaytheknowledge-sharingisspreadinordertoproducesome
outcomefortheorganizationthroughindividualswithinit.Theobjectofthisstudyisemployeesof
PostOfficesinCentralJavawhofrequentlyshareinformationwiththeirco-workersinaccomplishing
theirjobs.Thedataisacquiredfromquestionnairesdistributedtomanagersandsupervisorlevelof
Postoffice.Basedonpurposivesamplingmethod,210samplesareobtained.Theresultsindicatethat
thefivehypothesesesbuiltinthisresearcharesupportedandonlyonehypothesisisnotsupported.
Theresultshowsthatemployeeswithspecific,complicated,andchallengingobjectivewillbemore
willingtosharetheirknowledgetootheremployees,particularlywhenfacingnewjobandtarget.
Furthermore,theresultofthestudyexplainsthatsharingideaofimprovementwillencouragemore
dynamicteamworkandhelpeachotherinsolvinganyproblems.
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INTRoDUCTIoN

A good career enjoyment is essential for an individual in creating a career platform for his/her
professional life in anorganization.Sturges,Conway,Guest,&Liefooghe (2005) elucidated the
conditionforamutualpartnershipbetweenindividualsandhis/herorganizationalsuperordinateisthe
necessityofcommitmentandmutualbenefitintheformofinterdependencebetweenindividualsand
organization.Careerpersistenceiscommonlydemanded,forthesakeofacontinuousprofessional
lifeinsteadofpossibilityforbeingfiredinthemiddleofcareerenjoyment.

Someonewhohassethis/herheartonhis/hercareerandhasaclearcareergoalwillbemore
successful.Careersuccessisconceptualizedasextrinsicandintrinsiccareersuccesses.Theextrinsic
careersuccessconstructionusesobjectiveindicators,andtheintrinsiccareersuccessisconstructedin
asubjectivemanner(Karavardar,2014).Motivationplaysanimportantroleasleverageforsomeoneto
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workharderandtohaveasuccessfulcareer.AsstudiedbyLocke,Latham,Locke,&Latham(2006),
theintentionofachievingagoalisthemainsourceofenergyforsuccess.Thisresearchfocuseson
theresearchgapbetweengroupawarenessonorganizationalobjectiveandcareersuccess.Notmany
studiespayattentiontotherelationshipbetweengroupawarenessonorganizationalobjectiveand
careersuccess.Researchby(Greenhaus,Callanan,&Kaplan,2015;Kavoo-linge,2005)demonstrated
theimportanceoffocusongoalsettingtoimprovecareersuccess.Unfortunately,itisstillnotclear
whatprocessshouldbe initiatedor thewayshouldbe taken to transformagoalsettingfocus to
enhancecareersuccess.

Thisstudyaimstobuildaconceptualmodel,anchoredbyknowledgesharingincriticalmoment
asamediationforfillinguptheresearchgapbetweenselfawarenessonorganizationalobjectiveand
careersuccess.Adoptingthegoalsettingtheory,ourconceptualmodelcomprisesalsotheroleof
affectivecommitmentanditssupportindrivingknowledge-sharingbehaviorfrommanager/supervisor
andteamworkquality.Individualstendtohavecertainstandardofworkandachievementsandstrive
toachievethesestandardsusingvariousstrategicactions.Thenotionthatindividualswillstriving
forhis/herachievementexplainswhypeoplehavestrongmotivationmaysucceed;andutilizeittoa
specificandhard-to-achievegoalswillbemoresuccessfulthanthosewithunclearoreasily-attainable
goals.Anyonewithstrongcommitmentonajobtendstotodohis/herworkcreativelyforachiebingthe
organizationgoals(Arogundade,Arogundade&Oladipo,2014),inparticular,anindividualwithhigh
affectivecommitmenthasgreatercareersatisfaction.Knowledgesharingisneededbyorganizations
inintroducingintergroupworksbyencouragingemployeestosharetheirknowledgeandexpertiseto
eachothertodealwithcomplicatedtasksatwork.Knowledgesharingincriticalmomentisawayto
nurtureknowledgeexchangefordetailingnumerousunexpectedandhardtosolveproblemswithin
theorganization.Initiatingandulizilingtheknowledgesharingincriticalmomenthabitisexpected
toimproveteamworkqualityandcareersuccess.

THeoReTICAL ReVIeW AND HyPoTHeSeS DeVeLoPMeNT

Knowledge Sharing in Critical Moment and Career Success
Lendingthenotionofknowledgemanagement,weintroducetheconceptofknowledgesharingin
the criticalmoment (KSCM)as amediationofgroupawarenessonorganizationalobjectives to
careersuccess.Knowledgemanagementisthekeyinincreasingcompetitivenessthroughcreativity,
innovation,productivityandreputationwhichultimatelyincreasesorganizationalbenefits.Theessence
ofknowledgemanagementisanapproachonhowknowledgeinanorganizationcanbegenerated
andutilizedby itsmembers topushcompetitiveness (Ganguly,Mostashari,&Mansouri,2011).
Knowledgesharingisanimportantdimensionofknowledgemanagement.Aneffectivemanagement
strategywillaffecttheprocessofsharingappropriateknowledgetotheorganization,especiallyhow
theorganizationisabletomotivateemployeestocontinuetoshareknowledgewithfellowemployees
inordertoimproveinnovationandteamwork(Carvalho,2017).

Inanorganization,sharingknowledgeamongitsmembersisusefulforsolvingcomplexproblems
suchasproblemsthatcomerepeatedlyandconstantlywhichrequireimmediateimprovement,where
problemsolvingistheprocessofremovingbarrierstofindingsolutions(Houetal.,2014).Critical
problemsincludeanycomplicatedproblemsrequiringnewideastoovercome.Thoseproblemsarethe
problemswhosesolutionsarecompletelyunknwon/fullofuncertainty,orthoseproblemsrequiring
completelynewwaystobesolved(Furukawa,2016).Criticalproblemsareuncommononesandthose
thatconventionalwaysfindhardtosolve(Payne,Gallagher,Eck,&Frank,2013).Criticalmomentis
theimportantpointinworklifewhichisobtainedfromanalyzingthefrequently-occuringproblemsat
worksuchasnewjob,critical/vulnerablejob,jobswithmanydoubtsoruncertainties,revolutionary
jobsaswellasthetargetsatworkthatshouldbeachieved.Knowledgesharingincriticalmomentserves
asabehaviorofsharingknowledgewithoneanotherindealingwithnumerousimportantproblems
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whichwillhavesomeimpactsinimprovinganemployee’scareersuccessintheirorganization(Wu,
Liao,&Dai,2015).Basedontheliteraturereviewandpreviousstudy,wepropose:

H1:Knowledgesharingincriticalmomentpositivelyinfluencesemployee’scareersuccess.

Affective Commitment and Knowledge Sharing in Critical Moment
Affective commitment is an important antecedent for enhancingknowledge sharing in a critical
momentsinceaffectivecommitmentencouragesmoreextrarolebehaviorsuchasvoluntarilybewilling
toshareknowledgeandskillandexperiences.Anemployeewithstrongaffectivecommitmentwill
continuetoworkwiththeorganization(Allen&Meyer,1996),mirroredbyhavingastrongbelief
andahigheracceptanceoftheorganization’sgoalsandvalues.Thiscommittedemployeetendsto
makemosteffortsonbehalfoftheorganizationandhavestrongdesiretomaintaintheirorganizational
citizenshipintheorganization.

Theorganizationcouldimprovethisaffectivecommitmentbyincreasingcompensation,
developingtrustsamongsupervisorsandsubordinates,creatingcollegialrelationshipatwork
andotheractivitieswhichmayincreasetheirsenseofbelongingtotheorganization.There
issufficientsupportthataffectivecommitmentisacriticalpredictortoseetheoutcomeof
anorganization includingperformance andpro-social behavior.Anvari et al. (2014) states
that if employees are viewed with high level of commitment, they tend to want to stay in
theorganization,andtheywillbemorewillingtomakeadditionalattemptsvoluntarilyand
generallymorewillingtosharetheirknowledgeintheorganization.Basedontheliterature
reviewandpreviousstudies,wepropose:

H2:Affectivecommitmentpositivelyinfluencesknowledgesharingincriticalmoment.

Self Awareness on organizational objective in Goal Setting Theory, 
Affective Commitment and Knowledge Sharing in Critical Moment
Goalsettingtheoryexplainsthatindividualswouldfeelmorechallengedbyhighworkstandard,and
whentheseindividualscoulddotheirjobatthishighstandard,theywillgetmorecommittedtohigh
andchallenginggoals(Gómez-Miñambres,2012).Goalsettingisfrequentlymadebyindividuals,
forexamplewhenastudentsetsacertainscoretargetforhimtograduatewithcumlaudepredicate,
orwhensomeonefollowscertaindietprogramwithtightrequirementstosucceed.

Inorder to reach thisdifficult target, one should set challenging, specific,measurable
goals,attainable,relevantandtimelygoals.Insettinggoals,itisthereforenecessarytosetthe
goalsthatonewantsfromthebeginning.Thedesiredgoalsshouldbethesuperordinateones.
InSholihin,Pike,Mangena,&Li(2011)research,itisfoundthatparticipationingoalsdrives
individuals to increase theircommitmentevengreater towards thosegoals.Theknowledge
ownedbyindividualsisnotnecessarilysomethingeasilyaccessible.Undersomecircumstances,
oneprefersstoringupknowledgeuntilacertainmotivationfactoroccurstoinfluencehis/her
intentiontosharehis/herknowledge.Variousstudiesexplainthattheimportantfactorswhich
influencethesuccessfulknowledgesharingprocessinanorganizationarehighlydetermined
bythestrongmotivationofindividualswithintheorganizationforsharing(Allameh,Abedini,
Pool, & Kazemi, 2012; Twum-Darko & Harker, 2017). Based on the literature review and
previousstudy,wepropose:

H3:Selfawarenessonorganizationalobjectivepositivelyinfluencesknowledgesharingincriticalmoment.
H4:Selfawarenessonorganizationalobjectivepositivelyinfluencesaffectivecommitment.
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Teamwork Quality, Knowledge Sharing in Critical Moment and Career Success
Teamworkisagroupofindividualsworkingtogethertocoordinatetheirrolesandberesponsiblefor
solvingproblemsintheorganization.Teamworkisarecentworktrend.Inthefaceofrapidlygrowing
business,modernorganizationsynchronizestheirneedsbyadoptingspeedandimportantadvicesfor
theirsuccess.AccordingtoFapohunda(2013),teamworkisanimportanttopicincurrentbusiness
climate,whereteam-basedstructurestimulatesfurtherbettermenttoproductivity,profitabilityand
servicequality.

Knowledgesharingbetweenindividualspositivelycontributestoeffectivecollaboration,since
knowledgesharingbecomesanimportantpartofcooperationinanorganization,improvestheirability
todealwithandberesponsibleforvariousproblems(Ramim&Lichvar,2014).Knowledgesharing
inateamishighlycriticaltogetthingsrightwhensomanyobstaclesareintheway,byimprovingthe
inter-teamcoordinationinorderforthemtogivebenefitsfortheorganizationbetterment(Staples&
Webster,2008).Theirresearchresultsexplaintheimportanceforanorganizationtoinvestinandfocus
onknowledgesharing,becausetheywillcreateaninnovationandimproveindividualperformance.
Basedontheliteraturereviewandpreviousstudy,wepropose:

H5:Knowledgesharingincriticalmomentpositivelyinfluencesteamworkquality.
H6:Teamworkqualitypositivelyinfluencescareersuccess.

ReSeARCH FRAMeWoRK

Thisresearchisbasedontheresearcher’sefforttobuildanempiricalresearchmodel.Themeasurement
ofvariablesandindicatorsisbasedonitsbuiltconceptandconstructandthroughthedevelopmentof
hypothesesinordertotesttherelationsbetweenvariables.Priortothehypothesistesting,theresearcher
teststheconstructvalidityandreliability.TheobjectinthisstudyisemployeesofPostOfficeinCentral
Javawhofrequentlyperformtheprocessofinformationsharingwiththeirco-workersincompleting
theirjobs.Theanalysisunitinthisresearchisheadsofdivision,supervisorsandmanagers.These
threerepresentattitude,behaviorandhighmotivationtoreachtheircareercommitment.

Variable Definitions and Measurement
Affectivecommitment ismeasured fromthe tightclosenesswith thecompany,exertingall their
potentialsseriouslytorealizethecompany’svision,bepersistenttobringthecompanygoalsinto
realityandimplementcompanyvaluestoachievethegoals(Anvarietal.,2014).Knowledgesharing
incriticalmomentismeasuredfromtheactivitiesofsharinginformationrelatedtoimportanttasks
atwork,sharingnewideastocompletethejobsinwhichmanydoubtsoruncertaintyexist,sharing
ideasinacomplishingthetargetstheyhavetoachieve,sharingexperiencestoperformbrand-newjobs
moreeffectively(Furukawa,2016;Payneetal.,2013).Selfawarenessonorganizationalobjectiveis
measuredbythepossessionofspecificgoalorientation,constantparticipationinachievingchallenging
goals and the attention to the organization goals (Gómez-Miñambres, 2012; Lunenburg, 2011).
Teamworkqualityismeasuredfromthedynamic,interdependence,responsiveandcohesiveteamwork
(Kankaew&Wannapiroon,2015;Liu,Tjosvold,&Wong,2004).CareerSuccessismeasuredfrom
financialsuccess,higherlevelofpositioninoffice,fasterofficepromotion,andcareersatisfaction
(Karavardar,2014).

Thisresearchusestenpointscalerating(1-10)todeterminethequestionnaireresponses.The
researchdatawhichwillbecollectedconsistsofprimarydataandsecondarydata.Theprimary
dataiscollectedusingasurveymethodmostlycomprisingofquestionnaires.Additionally,some
companiesconductinterviewsforrespondents’answers.Thequestionnairehasitscontentvalidity
andreliabilitytested,thenfieldtrialisperformedinordertoobtainimprovedconsistencyandvalidity
oftheresearchinstrument(questionnaire).
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Research Sample
The targetpopulation in this researcharePostOfficeemployees inCentralJava, Indonesia.The
primarydatainthisresearchiscollectedusingquestionnaire.Thetotalrespondentsunderstudyare
210,namelythemanagersandsupervisorsofthePostOfficeinCentralJava,Indonesia.Basedonthe
surveywethathaveconducted,thereare193questionnairesthatarecompleted,andtheremaining
17questionnairesfailedtofulfillthequalification.These193questionnairesarethenusedinthis
research.However,whenthedataisprocessed,53questionnairesareoutlier,leadingtotheirdrop
fromtheresearchsamples.Thetotalremainingsampleinthisresearchis140respondents.

Data Analysis and Measurement Models
ThehypothesistestinginthisresearchusesSEMapproach.ThetestingusingSEMincludestwotypes
ofvariables,namelyobservable/manifestvariableandlatent/non-observablevariables.Thisstudy
aimstoanalyzetheeffectofexogenousvariablesonendogenousvariables.SEM(StructuralEquation
Modeling)consistsoftwomainpartswhicharemeasurementmodeltoconfirmtheindicatorsof
thelatentvariablesandstructuralmodelwhichcanrepresentthecausalityoftwoormorevariables.
Structuralmodelisamodelofrelationshipstructurewhichshapesorexplainsthecausalitybetween
thefactors(Ferdinand,2014).

Inevaluatingthefitofthemodel,severalgoodness-of-fitindicesusenormedfitindex(NFI);
comparativefitindex(CFI);Tucker-Lewisindex(TLI);rootmeansquareerrorofapproximation
(RMSEA) in addition to the X2 statistics. We further evaluate the measurement properties by
performing a confirmatory factor analysis. Each item is set to load only on its respective latent
construct,andthelatentconstructsareallowedtobecorrelated.

Thequestionsused,cronbachαscoreateachconstruct,loadingfactorscoreofeachconstruct
shouldbegreaterthan0.6cutoffpoint.Fromthetestingresults,itisfoundthatthevalidityscores
ofconstructisshowninTable1,meaningthatsuchconstructsasgroupawarenessonorganizational
objective,affectivecommitment,knowledgesharingincriticalmoment,teamworkqualityandcareer
successbasedonthepredeterminedstatisticalcutoffscoresareasconstructreliability(CR)which
ismorethan0.7,thevarianceextract(VE)ismorethan0.5,andtheloadingfactoris0.6ormore.

ReSULTS

ThehypothesistestinginthisresearchisaidedwiththeanalysisofStructuralEquationModelling
(SEM)programAMOS.TheresultsfromStructuralEquationModelling(SEM)analysistestinthe
fullmodelcanbeseeninFigure1.Thefullmodelconfirmatorytestingshowsgoodresults,i.e.it
hasmetthegoodnessoffitcriteria.Themodelstructureisusedtodescribetheresearchcausality
modelswithmultilevelrelations.Thetestingresultsshowthatthegoodnessoffitcriteriahaspassed
Chi-Squaretestat172,179.Theprobabilityscoreis0.000.TheTLIscoreis0.949,theGFIscoreis
0.876,theCFIis0.957,theRMSEAscoreis0.061andtheCmin/DFis1.524.Itindicatesthatthese
scoreshavesuitedthepredeterminedcut-off.However,notethattheselfawarenessrelationshipon
organizationalobjectiveandcareersuccessissignificantregardless.

Table 2 explains that Knowledge sharing in critical moment significantly influences career
successat(β=0.543,CR=2.752,p<0.05).Thus,hypothesis1isconfirmed.Affectivecommitment
influencesknowledgesharing incriticalmomentat (β=0.273,CR=2.671,p<0.01).Hence,
hypothesis2isconfirmed.Theresultsshowthatselfawarenessonorganizationalobjectiveinfluences
knowledgesharingincriticalmoment(β=0.620,CR=0.5035,p<0.01),meaningthathypothesis
3isconfirmed.Selfawarenessonorganizationalobjectiveinfluencesaffectivecommitment(β=
0.736,CR=0.6716,p<0.01),meaningthathypothesis4isconfirmed.Knowledgesharingincritical
momenthassignificantinfluenceteamworkquality(β=0.844,CR=0.8069,p<0.01),meaningthat
hypothesis5isconfirmed.Andteamworkqualityhasnosignificantinfluenceoncareersuccess(β
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=0.064,CR=0.353,p>0.05),meaningthathypothesis6isnotsupported.Theseresultsindicate
thatthefivehypothesesbuiltinthisresearcharesupportedandonlyonehypothesisisnotsignificant.

DISCUSSIoN

Anorganizationcommitmentimprovesthepositivesynergyindrivingproductivityatwork,increases
thesupporttotheorganizationanddrivesknowledgesharingtodealwithvariouschangeswithinthe
organization(Anvari,Mansor,Rahman,Rahman,&Chermahini,2014).Sinceknowledgesharing
isnotcompulsoryinanorganization,anindividual’spersonalmotivationishighlyimportantfor
voluntaryandactiveinvolvementinknowledgesharing.

Table 1. Scale item for measures

Reflective Scale Items
Standardized 

Loading 
Factor

α Composite 
Reliability AVE

Knowledge sharing in critical moment

•Sharinginformationonimportanttasks 0.790

0,855 0,863 0,615
•Sharingnewideastosolveconfusinganduncertaintasks 0.620

•Sharingideastomeetthetargetfinishdate 0.790

•Sharingexperiencestosynergizeonanewtask 0.910

Affective commitment

•Havingastrongfeelingofattachmentwiththecompany 0.750

0,909 0,910 0,717
•Puttingalleffortsandmaximizingpotentialstorealizethe
company’svision 0.900

•Strivingtoachievethegoals 0.860

•Implementingthecompanyvalues 0.870

Self awareness on organizational objective

•Havingaspecificgoalorientation 0.710

0,880 0,870 0,626
•Gettinginvolvedorparticipatinginachievingachallenginggoal 0.830

•Strivingtorealizedifficultandcomplexgoals 0.820

•Beingresponsibletoachievethegoalsoftheorganization 0.800

Career success

•Havingfinancialsuccess 0.750

0,890 0,891 0,671
•Havingahighpositionintheoffice 0.890

•Gettingpromotionsfaster 0.820

•Havingahighcareersatisfaction 0.810

Teamwork quality

•Dynamicteamworkthatcanfacedrasticchangeonatask 0.600

0,826 0,860 0,610
•Solidteamworkthatcanworktogethertofinishatask 0.870

•Responsiveteamworkwhenneeded 0.750

•Supportiveteamworkonnewideas 0.870
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Similarresearchshowsthatindividualswhosetspecific,hard-to-attaingoalsbecomemore
motivatedtoperformimprovement,thusitdrivesthemtohavebetterperformancebycontinuously
maintaining their performance or improving their current performance (Lunenburg, 2011).
Specificandchallenginggoalsareusedtoevaluateperformancewithfeedbackanddrivesthe
creationofcommitment.

AnothersimilarresearchconductedbyCasimiretal.(2012)showstheinfluenceofaffective
commitmentonknowledgesharingbehavior.Itfindsthatemployeeswhotreasuretheirsocialrelations
andresourcestendtoviewknowledgeasacollectively-ownedcommodity.Therefore,knowledge
sharingbehavioroccursasaresultofsocialexchangeandmutualrelations.Thisstudyshowsthat
emotion in knowledge sharing influences behavior in knowledge sharing, serves as the basis of

Figure 1. The result of the research

Table 2. Summary of results from the SEM models

Relationship Path 
Coeff. CR Prob. Hypotheses

H1 Knowledgesharingincriticalmoment→CareerSuccess 0.543 2.752 0.006 Supported

H2 AffectiveCommitment→Knowledgesharingincriticalmoment 0.273 2.671 0.008 Supported

H3 Selfawarenessonorganizationalobjective→Knowledgesharingin
criticalmoment 0.620 5,035 0.000 Supported

H4 Selfawarenessonorganizationalobjective→AffectiveCommitment 0.736 6.716 0.000 Supported

H5 Knowledgesharingincriticalmoment→Teamworkquality 0.844 8.069 0.000 Supported

H6 Teamworkquality→careersuccess 0,064 0,353 0.724 Not
Supported
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trusttoco-workerswhichseemstobeacatalystforknowledgesharing.Theorganizationneedsto
createaconduciveworkenvironmenttobuildsocialcapitalandtoprepareasystemwhichenables
knowledgesharing.

The research results confirmLiu et al. (2004) viewwhich suggests that knowledge sharing
inateamallowsitsmemberstoperformtheirjobinacoordinatedmanner,tobeabletodealwith
competitionandtoworkinterdependentlywithothersfromthesameteambyinteractinginaway
whichwillbenefitbothofthem.TheconclusionofthisresearchconfirmsthestudiesofZhu,Huang,
&Contractor(2013)whichbelievethatemployeeswithmutualinterestsandcollectiveactionswill
attempttoaccomplishdifficultprojectscollectively,bymotivatingeachothertoenablemembers
engagement/participation.Thismotivationtoaccomplishdifficultprojectsencouragesemployees
tocollaboratewiththeirpartnerswithskillswhichcouldcomplementthem,andtoaffiliatewiththe
sameentities.

Buildingknowledgesharingrequiresaltruisticindividualswhichrefertothosewhoarewilling
tohelpothers(Maa&Chan,2014).Altruisticandprosocialbehaviorsgivecohesionwhichdrives
knowledgesharingbehavior.Inaddition,sometimesknowledgesharingoccurswithoutanyintention
todosointhebeginning;itoccursduetointensecommunicationprocess.

Teamworkqualityhasnosignificant influenceoncareer success.This findingconfirms the
researchbyKavanagh&Crosthwaite(2007)whichexplainsthatnotallworksgotowardsteamwork
direction.Manyworks could even failwhen the individuals lack trainingand relyonlyon their
teams,makingtheseteamsfunctioningineffectivelyandproducingundesiredfinalresults.Zou&
Ko(2012)researchexplainsthattheincorrectunderstandingofteamworkwithworkteamhascaused
theteamworktobelimitedmerelyasworkdivision.Theresultsofevaluationrevealthatcooperation
inteamscausesmoreconflictsinajobandproblemsinteamworks.

Theconclusionofsomestudies(Zhou,Guan,Xin,Mak,&Deng,2016)statesthatknowledge
sharingandintimateworkrelationshavesignificantcontributiontoteamworkcollaboration,because
knowledgesharingbecomesanimportantpartofteamcooperationinthecompany.Also,individuals
with high locus of control tend to proactively develop their skills to achieve career success by
continuouslyandactivelyadaptingthemselvestotheircareerdevelopment.

MANAGeRIAL IMPLICATIoN

The resultsof this researchgivemanagerial implication to thosemanagersormiddlemanagers/
supervisorsinPTPosindrivingforasuccessfulwork.Theorganizationshouldemphasizeonthe
importanceofaffectivecommitmentbyconstantlystrivingtomanagetheirHRonthebasisofstrong
bondbetweenemployeesandtheorganization.Astrongemotionalrelationwiththeorganization
causesemployeestohavegreatwillingnesstokeepdevelopingtheirorganizationsincerely,beproud
ofbeingpartoftheorganizationandkeepthinkingabouttheorganization’sfuture.Theorganization
needstobuildgreaterbondwiththeiremployeesthroughadequatecompensation,andtoextendthe
employeeengagementinthefaceofcriticalmoments.

Knowledgesharingincriticalmomentisabehaviorwithalong-termfocusonthework,where
individualskeepgrowinganddevelopingknowledgesharingindealingwithvariousproblemsby
sharingknowledgewithsubordinates,co-workers,andthosetowhomtheyshouldreport.Knowledge
sharingincomplicatedworksandtheeffortofdealingwithentirelynewproblemsundoubtedlyrequire
greatenergyandspecificexperiencesfromthemiddlemanagersandsupervisors,includingattitude
andcompetencematurityatadequatelevelfortheknowledgesharingtogeneratetherightsolutions
toovercomenumerousproblems.

Indealingwithcompletelynewjobsduetothechangeinregulations,ideasandexperiences
frompreviousjobscouldbeshared.Theorganizationneedstodesigncertainpoliciesinorderfor
thesenewideasandexperiencestobesharedtofinishthejobwhichisfullofdoubtsoruncertainties,
andforittobetheatmosphereintheorganization,thepoliciesneedtobebuiltbyflexiblyassigning
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authoritiestoeachfield.Itisalsonecessaryfortheorganizationtopromotethedrivetoinnovateat
workandtokeepinvolvingmiddlemanagersandsupervisorsinmanyofitsimportantdecisions.
Suchantecedentisexpectedtoimprovecareersuccesswithfastercareerpromotionandimproved
performanceallowance.

Growinganddevelopingknowledgesharinginanorganizationwilldriveateamworkwhichgoes
shouldertoshoulderinfinishingthejobandwillencourageadynamicandresponsiveteamwork.The
organizationshallkeepencouragingmanager/middlemanagerinvolvementtodiscusswithmanagers/
supervisorsindealingwithimportantproblemsfortheiradvices/considerations.Theorganization
shouldgivetheirbestemployeesthechancetodeveloptheircareersandgiveaswideopportunityas
possibletohaveacareerinPTPos,inordertorealizethegreaterideal,i.e.continuouslysupporting
PTPostobealeaderandtoreachexcellenceintheirfieldofexpertise.
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