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CONCLUSION AND RECOMMENDATIONS 

The physical assets such as land, capital and machinery are given less values in world 

wide market of products and ideas. Today the knowledge has become the most valuable 

asset. Proper managing and application of the knowable assets lead the organization to 

reap the harvest. 

Especially in "Knowledge Industries" which are defined as the industries resorting 

extensively to technology and to human capital, adapt KM practices. The typical 

examples are software development, electronic component manufacturing, 

pharmaceutical industry, aeronautic and space construction. 

But the KM practices are not much applied in low technology sectors such as apparel 

manufacturing, home equipment, printing, publishing, furniture and wood industries. 

In Sri Lankan context, we do not have high tech industries. But we have many low 

technology industries such as apparel manufacturing, wood and craft based 

manufacturing, food processing, rubber products, ayurvedic plant based products, gem 

and jewellary products, etc... out of those industries the apparel manufacturing is leading. 

The KM concept is seems to be new to the apparel industries. The organizations are 

highly interested in getting ISO certifications, applying 5 S's and improving productivity 

and efficiency. But they are not aware that applying KM concept, they can easily reach to 

their goals. 

It can be revealed through the case studies that the both organizations have similar 

knowledge infrastructure facilities. They have Internet, Intranet, ERP system, Electronic 

documentation and E-mail but those facilities are not used in optimum level for KM 

applications. The information and data related to the manufacturing are stored in 

haphazard manner in computer system. Therefore the retrieval process is time 

consuming. They can use a proper indexing method as used in KM programs. There are 

no additional expenses required to do this. 
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Non of the organizations have a proper KM program and no knowledge leader or KM 

team has been appointed. The production personnel always complain that they have no 

time for those programs Therefore it is very important to appoint a knowledge leader (or 

chief knowledge officer) who is committed to drive the knowledge agenda forward. Also 

there should be a KM team under the knowledge leader to support him in every stage of 

KM program. 

For each stage of KM program such as knowledge creation, storing, sharing and 

organizational memory, the top management support is highly required. Non of the 

programms becomes successful unless the top management intervention, emphasis and 

support is given in Sri lankan organizational culture. Therefore a strong relationship is 

required among the KM team and the top management. 

The present organizational culture is not much encouraging for innovation, learning and 

knowledge sharing. The highly experienced production staff members are highly 

introversive. They are afraid to learn from outsiders and do not expose internal operations 

to outsiders. In many cases they create knowledge and do trails and errors and amend the 

manufacturing process. But this "reinventing the wheel" causes wasting time and money 

unnecessarily. They can import and share the knowledge with their sister factories and 

outside experienced, persons such as ex servicemen, university lectures, etc... 

In apparel industry the people and the cultural issues are ignored. In many cases the ideas 

of workers or subordinators are not valued or respected. Some of the managers think that 

keeping a space with the worker helps controlling them. But to apply KM programs 

successfully the individual knowledge should be valued and rewarded. In apparel 

industry the knowledge sharing occurs formally or informally. But some organizations 

strongly believe only formal knowledge sharing such as trainings and lectures. But the 

tacit knowledge is highly shared in informal ways such as dialogs (people meeting in 

social areas such as corridors, lunch rooms, canteens, etc.), observations and working 

collectively (working cells or friendly groups). The organizations, which are very tough 

on operator's deciplines, do not allow them to talk and change or select the working cells, 

as they like. It causes limits in knowledge sharing and exchanging. 
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The KM program should be highly dynamic. As with many physical assets, the value of 

knowledge can erode over time. Since the knowledge can get stale fast, the content in a 

KM program should be constantly updated, amended and deleted. What's more, the 

relevance of knowledge of any given time changes, as do the skills of the employees. 

Therefore, there is no endpoint to a KM program. Like product development, marketing 

and R&D, KM is a constantly evolving business practice. 

ft 

ft 
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Appendix- A:Total Performance Scorecard 

t 

KNOWLEDGE INFRASTRUCTURE 1 2 3 4 

Management information systems are integrated and continually 
updated 
Procedures are drafted and used routinely to tackle problems 
systematically. c,s 

Knowledge gaps are systematically and continually mapped out, 
and measures are taken to narrow and eliminate them. S C 

Implicit knowledge (know-how contained in mind) is made explicit 
(documented or codified ) through images and metaphors, 
reviewed, spread throughout the production floor and intensively 
exchanged. 
Knowledge which is obtained, extracted and developed is 
continually documented and made available to everyone in the 
organization. 
Knowledge sharing is facilitated through internet, intranet, library, 
meeting rooms, auditorium, computerized archive, documentation 
system, etc... 

KNOWLEDGE CREATION 

r 

Making mistakes in allowed, failures are tolerated and not 
penalized, not blamed. C s 
Errors are openly discussed by the production supervisors and 
hence the operators learn from each others mistakes. c s 
The plant/production is characterized by diversity (people with 
different cultural backgrounds and learning styles) a planned as 
well intuitive approach, people with different team roles, etc... 

C S 

There is an active program for developing ideas, rewarding for 
new ideas. Based on this, new knowledge is continually 
generated. 

c S 

There is no competition between operators or production lines. 
Internal competition is not rein forced. C s 
An atmosphere of fear and distrust does not exist in the 
organization. c ,S 

Targets are set for the operators to achieve within specified time 
periods. S C 

Top management in production environment is committed to 
enlarging learning ability and creating a learning organization. 

C-Comfortwear (Pvt)Ltd 

S-Slimtext(Pvt)Ltd 



Operators are continually stimulated and encouraged to identify 
and solve shared problems as a team, to brain storm, to generate 
creative ideas, and to share these with each other. 

C S 

Production executives fulfill the styles of coaching, inspiring and 
serving leadership in an optimal mix. C S 

Executives use simple oral and written language are languages is 

action oriented and facilitate the process of "learning by doing". 
Knowledge growth is promoted through the plant / production 
culture. It is characterized by simplicity, open communication and 
doing rather than talking two much. 

C S 

Operators with valuable and scare skill and knowledge are 
rotated among different business units and participant in a variety 
of improvement teams. 

C S 

Operators are urged to continually study haw they work and to 
adjust their work style it needed. 
The learning processes are initiated and guided by existing or 
expected problems. Problems are seen as a chance to learn or 
change. Conflicts are seen as unresolved challenges. 

C S 

Knowledge is constantly being implemented and incorporated 
into new orders/products/services and processes. 

c , s 

Benchmarking is done to gain knowledge. Best practices within 
and outside the organization are identified and propagated 
internally. That which is learned is generalized. 

C S 

Operators have varied and challenging work. There is task 
rotation. 

C S 

Operators are not supervisor and production executing oriented. 
They can work as usual if they are changed to different 
production lines for the same operation. 

C S 

Operators knowledge is developed constantly and keep up-to-
date by means of training, couching and talent development 
programs. 
Managers/Executives/Supervisors and operators are judged by 
what they do, not by how smart they seem and how much they 
talk. 
There is a productive competence development policy, which 
includes internal and external training courses, working 
conferences, symposia, and seminars. 

C S 
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Employees who deliver collective learning performances for the 
sake of the entire organization's well being and constantly share 
their knowledge with colleagues are rewarded move than others 
and have more promotion opportunities. 

KNOWLEDGE TRANSFERRING AND SHARING 
Operators know where particular knowledge can be found in the 
organization. 

C,5 

The necessary knowledge for important decisions (for an eg: 
changing the process sequence) is usually readily available and 
easily accessible. 

S c 

The organization structure is simple, has few hierarchical levels 
and consists of autonomous units. 
The operator's fundamental learning attitude, intensive 
knowledge change and internal entrepreneur ship is stimulated 
by the production executives. They promote individual as well as 
team learning. 

C s 

Operators do not hoard knowledge but share it spontaneously 
with each other. Operators, production lines (teams) and internal 
departments (cutting/sewing/packing) exchange knowledge with 
each other, systematically and intensively. 
User-friendly communication and information systems are used 
to spread knowledge broadly among all employees. 
The learning environment can be observed in production floor 
which is characterized by positive thinking, self-esteem, mutual 
trust, willingness to intervene, taking responsibility, openness, 
enjoyment and passion. 

S c 

Operators work and learn together harmoniously in self guiding 
teams. Team members have knowledge that overlaps, a balance 
of personalities, skills, and learning styles and knowledge about 
their own favorite learning style and that of their colleagues. 

S c 

Plant knowledge is shared through informal contacts, internal 
lectures, conferences, problem solving and review meetings, 
dialogue sessions, internal rapport, memos, etc.. 

KNOWLEDGE STORING 
Absenteeisms and leaving the organization is common. 



Production Managers/Executives / Supervisors have the 
knowledge that is important for organizational success. C,S 

The knowledge of departing employees is passed on to 
successors. 

ORGANIZATIONAL MEMORY 
Operators know where particular knowledge can be found in the 
organization. S c 
Operators have the skills to adequately categorize, use and 
maintain knowledge. c,s 
The total plant / production area has a network of knowledge 
workers. S C 

Knowledge and learning indicators are measured constantly and 
used as the starting point for process improvement. 
Operators do not shows the signs of dislikeness when a new 
order with different operations & processes arrives. They are 
curious to learn new things. 
Managers and executives (production) are continuously focused 
on developing and mobilizing the knowledge of employees and 
regularly give constructive feedback about attempted 
improvement, developments, and learning actions. 

s c 

Management knows which employees are the carriers of valuable 
and scare knowledge. Sources of internal expertise have been 
mapped out. 
A knowledge officer/ manager, one who coaches and facilitates 
the learning processes, has been appointed. His or her most 
important skills are: understanding, processing, communicating, 
and sharing knowledge. 

Circle the correct number: 1= never / no / not correct; 2 = once in a while / a little/ 
less ; 3 = frenquently / usually ; 4 = always / yes / correct 

Source: Rampersad, 2002. 
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Appendix - B 
PROCESS SEQUENCE OF A MOLDED CUP BRA 

Molding 
Machine 

Double needle 
Lock stitch 
Machine 

Single Needle 
Lock Stitch 
Machine 

Cover Seaming 
Machine 

Double Needle 
Lock Stitch 
Machine 

Double Needle 
Lockstitch 
Machine 

Single Needle 
SigZag 
Machine 
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Process sequence of a bra (Appendix — B) contd... 

Single Needle 
SigZag 
Machine 

Single Needle 
Back Latch 
Machine 

Single Needle 
back Latch 
Machine 

Single Needle 
SigZag 
Machine 

Single Needle 
Lockstitch 
Machine 

Single Needle 
Lock Stitch 
Machine 

Button 
Attacher 
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Organizational structure of Production Depatrment (Comfortwear Pvt. Ltd.) 

P.S.-l 

G.T 

Machine 
Operators 

Production 
Executive - 1 

P.S.-2 

L.1 L.Q.C. 

P.S.-3 

Production Manager 

Production 
Executive - 2 

P.S.-4 

Production 
Executive - 3 

Production 
Executive - 4 

Production 
Executive - 5 

P.S. = Production Supervisor 
G.T. = Garment Technician 
L.L. = Line Leader 
L.Q.C. = Line Quality Checker 

Production 
Executive - 6 

(20 Nos per line) 
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Appendix D 
PROCESS SEQUENCE OF A BRIEF 

Bow 
Attaching 

Instruction/ 
Price Tag 
Attaching 

1 
Lining Over 
Lock Machine 
Lining Over 
Lock Machine 

1 

Lining Over 
Lock Machine 

1 
Four Thread 
Overlook 
Machine 

Four Thread 
Overlook 
Machine 1 

Four Thread 
Overlook 
Machine 

Three Needle 
Cover Seam 
Machine 

Back Latch 
Overlook 

j Machine 

i 
Double Needle 
Lock Stitch 

j Machine 

Bar Tack 
Machine 

Single Needle 
Lock Stitch 
Machine 

Single Needle 
Lock Stitch 
Machine 

Packing Tag 
Gun 
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Organizational structure of Production Department (Slimtext Pvt. Ltd.) 

p .S. 

G.T. 

L.L. 

M.O. 

Assists 
Prodiu 
Manag 

int 
:tion 
;er-1 

Grouf ) -A 

PE 

(15 Nos per line) 

Production Manager 

Assists 
Prodw 
Maria^ 

int 
:tion 
«er- 2 

Group - B 

P.E. 
P.S. 
G.T. 
L.L. 
M.O. 

= Production Executive 
= Production Supervisor 
= Garment Technician 
= Line Leader 
= Machine Operator 
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Assists 
Prodw 
Manai 

int 
:tion 
jer-3 

Group - C 


