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ABSTRACT

Megaprojects have long durations and generate a great deal of tacit knowledge. As many important decisions are made in early design phases and involve numerous professionals it is crucial for the organisations to manage knowledge transfer effectively to support the management of uncertainties, complexities and project risks. The focus in this research is knowledge management in an infrastructure project client organisation, engaging with a great number of supply and stakeholder organisations which can contribute their expertise and competence. The potential is greater efficiency in execution and effectiveness in outcome regarding the delivery of benefits in use. In practice, however, lessons learnt are reviewed ad-hoc without real understanding or not reviewed at all. And even if lessons are captured, documented and validated, fragmented and unique nature of megaprojects restricts the assimilation of the lessons learnt by the organisations involved. Knowledge practitioners agree that the great challenge in developing an effective knowledge management system lies in the organisational and cultural aspects. This research introduces the impact of a client’s organisational culture on knowledge transfer in a multibillion-euro national infrastructure megaproject. The concluding remarks seek to establish a relationship between organisational culture and learning environment that facilitate capitalising on expert knowledge. 
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INTRODUCTION
Among other characteristics, megaprojects distinguish themselves from other projects by involvement of a large number of private actors having standards, processes and procedures predetermined by the client organisation, which is often a government or public sector organisation. 

For the megaproject to improve collaboration among all stakeholders often with conflicting interests in order to deliver right quality, on the right time and at the right price the risks of repeated mistakes due to wrong decision making should be minimised. Appropriate cultural environment can enable megaproject learning leading to continuous improvement of the ability of the project to meet business goals. 

Because of making such a significant contribution to the regional and global economy, developing relevant competence by capitalising on both historic and new “know-how” acquired in past, recently completed and current projects, during the planning stages and for early problem solving is crucial for better performance whether measured as efficiency in execution or effective benefits delivery. Therefore, explicit attention is needed to cultural processes in client organisations for the effective and efficient coordination and cooperation among all the stakeholders involved in megaprojects.
Today, leading companies realise that their competitiveness depends on how fast knowledge and innovations flow through the organisation. Knowledge has become a strategic resource of the organisation, as the basis of competitive advantage. Dissemination and incorporation of lessons learnt into organisational processes can help organisations improve their current and future project delivery (Duffield and Whitty, 2016). Organisations therefore need to understand success and how to replicate it (Flybjerg, 2014). Equally, it is crucial to analyse failures to avoid repeating the mistakes. 
Project-based learning, which is mainly “ad hoc”, requires commitment and continuous investment of time and resources yet is also often neglected (Davies and Brady, 2000; Williams, 2008). There are no guidelines on structured ways of analysing projects and retaining lessons learnt for future projects and few for building the practical organisational capabilities and competencies.  
Organisational culture plays an important role in motivating and facilitating learning from projects (Principe and Tell, 2001). At the same time, organisational culture is labelled as the one of the most important barriers to knowledge management (KM) and “perhaps the most difficult constraint that knowledge managers must deal with” (Davenport, et al., 1997). 

“Organisations learn only through individuals who learn” (Senge, 1990, p. 139).  Organisations that implement large-scale infrastructure projects need to build capability by understanding their cultural environment and perspectives of employees regarding enablers and inhibitors to knowledge transfer (Davies and Brady, 2000). 

The objective of this research is to understand the cultural barriers to learning in the client organisation, from projects with its complex multi-organisational composition that coordinates implementation. The empirical focus is a multibillion-euro (c. €5bn) infrastructure programme or megaproject comprising a series of sub-projects. Analysis is derived from a series of interviews conducted across the client organisation with using a cognitive mapping technique. It helped reveal the key inhibitors to creating a knowledge sharing culture and the areas that can be positively influenced by cultural changes. 


LITERATURE REVIEW
Lessons learnt from projects have received much attention among researchers and practitioners (Hartmann and Doree, 2014). Today, knowledge is considered as one of the most important assets in the economy invoking the idea that knowledge is “perhaps even the only-source of competitive advantage’’ (Drucker, 1998). At the same time, the construction industry is often criticised for slow learning or not learning at all (Hertogh et al., 2008; Flybjerg et al., 2002). The question remains as to how the organisation can overcome some of the main obstacles to knowledge sharing in individual, cultural and technological domains to enhance knowledge sharing culture in the organisation and among the key stakeholders. This is particularly critical where knowledge is “sticky” and the tacit form is predominant due to the non-repetitive nature and context of much project work (Kelly et al., 2013; Szulanski, 2000). 

Establishing a KM system will not automatically generate a learning environment or lead to greater understanding. Large-scale infrastructure programmes and projects are essentially a human enterprise and that cannot be understood solely in terms of technical relations among components. The organisations need to focus KM initiatives on people, and not on the collection of data, because knowledge resides in the people (Churchman, 1972; Davison and Blackman, 2005; Rubenstein-Montano et al. 2001).  

It is important to find the most appropriate for the company way to reinforce the necessary behaviours around knowledge use. That will eventually lead to a long-term cultural change. New practices will change behaviours that over time will change norms (De Long, 1997). These changes will affect values on the long run which in its turn will significantly contribute to changes in organisational culture. Organisational culture plays a big role in decision making regarding knowledge creation, capture, share, access and application. 
A review of different frameworks on KM (Heisig, 2002; Nonaka and Takeuchi, 1995; Wiig, 2000) was undertaken to identify the most suitable approach given the challenges revealed in the organisation under scrutiny. The Knowledge Flow Framework by American Productivity and Quality Centre (APQC) has been found to be the most suitable for structuring the ideas and recommendations by the interviewees as it reflects the most important soft and hard factors that contribute to capturing and sharing knowledge.

[image: ]










Figure 1 Knowledge Flow Process Framework 
Source: APQC, 2014

The Knowledge Flow Process diagram (Figure 1) is a seven-step cycle describing how knowledge is created, identified, collected, reviewed, shared, accessed, and used within organisations (APQC, 2014). People, process, content and technology, the soft and hard key knowledge management elements emphasised by the framework, reflect the most important factors contributing to capturing and sharing knowledge. All four elements are need to be balanced to ensure that the full benefits of knowledge sharing are exploited. However, the role of people in knowledge management is one of the most important and complex elements to work with. Behaviour of people is often influenced by their beliefs, different values and attitudes. Organisational culture, existing roles and routines are among the factors that affect decisions regarding management in large projects.

METHODOLOGY AND METHODS
In order to objectively examine the cultural barriers to learning within project-based organisations, we used qualitative approach. A case study approach is adopted with an action research element. The study is supported and funded by Innovate UK via a 2-year Knowledge Transfer Partnership programme. 

This programme started by mapping the mental models of the team responsible for coordination of multibillion-euro megaproject to learn about their perspectives regarding  enablers and inhibitors to knowledge sharing and to understand the cultural environment, in which people identify, create and share knowledge. 

A case study approach has been defined as an empirical inquiry that investigates a phenomenon within its real-life context, when the multiple sources of evidence are used and when the boundaries between phenomenon and context cannot be clearly seen (Yin, 1984). Following case study research guidelines, the most important sources of the information were the interviews (Yin, 1984). 

Stakeholder collaboration in complex settings among other cognitive limitations is affected by multiple perspectives and bounded rationality. Thus, it is very important to have the tools that allow full representation of all the perspectives and views. Soft interpretive organisational research (OR) approaches and techniques recognise the importance of human perceptions, interpretations and worldviews while dealing with subjectivity and uncertainty (Rosenhead and Mingers, 2001).

For this research, Cognitive Mapping (CM), one of the problem-structuring tools of soft OR and System Dynamics Causal Loops Diagrams (CLD)   were applied. CM is a visual mapping technique that supports elicitation of mental models and generation of creative ideas using the language participants used to present their viewpoint and make their argumentation (Ackermann and Eden, 2010). The formal basis for cognitive maps derives from Kelly’s (1995) personal construct theory which proposes an understanding of how people ‘‘make sense of’’ their world by seeking to manage and control it (Eden, 2004).  CM is designed to support decision makers in dealing with the complexity inherent in organisational problem findings. Cognitive maps however, do not demonstrate demonstrate feedback processes
and time delays. CLDs were used to see dynamic behavior of the system.



Data was solicited from 12 members of megaproject management team of the client organisation. Prior engagement was a feature of the action research, although the level varied. This provided valuable context together with organisational artefacts such as documentation. The semi-structured one-to-one interviews were conducted over 1-2 hour periods. The interview scripts were then translated into the language of CM. The next step was to validate the content of individual cognitive maps by sharing them with interviewees during follow-up interviews. The individual maps then were merged into a collective map that was analysed using Decision Explorer software[footnoteRef:2].  [2:  http://www.banxia.com, Banxia Software Ltd., Registered in England
] 




FINDINGS AND DISCUSSION

The cultural issues were derived from analysis of the collective cognitive map - see Figure 2. A comprehensive look at the map revealed some of the main obstacles to building a learning environment in the client organisation. They are categorised into three main domains: 

1. Organisational/cultural, i.e. lack of clear and structured procedures for capturing and sharing lessons learnt, 
2. Individual, i.e. lack of motivation to share knowledge,
3. Technical, i.e. knowledge repositories are neither structured nor centralised. 

These domains also represent barriers that are interrelated and any one of them, unless recognised and removed, can hold the organisation back from enhancing knowledge sharing culture.   

The analysis of the map helped identify the key strategic options framed to achieve the goals “improve organisational performance” and “build a strong megaproject management team” (nodes 10 and 91, Figure 2). Domain and centrality analyses of the map revealed the key strategic actions necessary to achieve the goals - see Table 1.

In large and long-term complex projects it is very common to solve similar problems from scratch over and over again because of not sharing already developed and tested solutions.  Based on interviewees’ perceptions the concepts “share knowledge” and “share best practice” are among the key issues mentioned by the management team. 

The node “change the organisational culture” has the second highest scores. Culture, as an organisational mental model plays crucial role in effectiveness of KM and sharing. Based on the map, it directly affects organisational performance, top-down communication and employees’ comfort and security at work. 
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	The key strategic directions in descending order
	The reference 
on the map 

	1. 
	share knowledge 
	65

	2. 
	change the organisational culture 
	1

	3. 
	make the client organisation a better place to work 
	23

	4. 
	create a learning environment 
	3

	5. 
	retain knowledge in the organisation 
	4

	6. 
	share best practice 
	40

	7. 
	continue organising conferences 
	128

	8. 
	create more comfort and security at work
	58

	9. 
	improve top-down communication
	24

	10. 
	create and maintain an effective knowledge repository 
	123















Table 1 Domain and centrality analysis of the map


Loop analysis of the cognitive map helps reveal causal feedback processes as perceived by the interviewees The loops were modified in order to build SD CLD with the help of Vensim[footnoteRef:3] software (Figure 3). It demonstrates that the changes in organisational culture directly affect other strategic directions listed in the Table 1. From the perspectives of the respondents positive changes in the organisational culture can improve top-down communication, reduce blame and improve core behaviours. [3:  http://vensim.com/] 
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Figure 3 Causal Loop Diagram[footnoteRef:4] [4:  Arrows denote the direction of causality between a cause and its effect, and the signs “+” and “-” at the arrowhead represent “same” and “opposite” directions of causality. The “=” sign denotes time delays.] 



Better top-down communication may help reduce top-down blame, which may positively affect core behaviours and facilitate more transparency in the organisation, which will eventually contribute to improvement of organisational culture.  

The loops demonstrate also that there is a concern regarding employees’ comfort and security at work which affects staff motivation, loyalty and may eventually lead to staff turnover. Staff motivation also promotes creativity and innovation in the organisation. High turnover rate affects knowledge retention, which in its turn influences knowledge sharing. Retained organisational knowledge contributes to organisational stability which makes it a better place to work. 

Deeper analysis of the map showed that the main challenges to knowledge transfer among the key stakeholders are in the cultural domain. Among many other barriers the interviewees mentioned: a) “silo” mentality, b) “blame” culture, c) lack of the environment of mutual trust and understanding among the stakeholders, d) outsourcing knowledge with outsourced projects; e) lack of proper planning, and f) lack of common language within the supply chain.
While each of these issues is not unfamiliar to those researching projects and project organisations, including certain concurrence, the combination as a cultural force and the clarity of actor recognition as emanating from the parent organisations is worthy of attention. Indeed the client organisation proved powerful in setting the tone, norms and conduct in the supply chain (Smyth and Duryan, 2016).

It is extremely difficult to change or transform organisational culture, however, organisations need a paradigm shift from “knowledge is power” to “sharing knowledge is more powerful” (Dalkir, 2005). In order to organise effective collaboration with all the stakeholders of a megaproject it is necessary to elicit their thinking about the problem situation and their ideas about possible solutions. The management should be aware of what is going on at the front line and should address at least some of the issues communicated to them.   They need the “time out to hear what people at the bottom think” because staff needs to be “valued and listened to”. The organisations need to build trust in their culture before expecting employees to share their knowledge and expertise without worrying about their competitive advantage.
The KM system implementation requires consideration and planning, especially at the programme front-end and for each sub-project within this megaproject. A KM strategy must be linked to specific business, programme and project objectives and must address work processes that create organisational knowledge.  Compliance with company’s business objectives will allow embedding KM activities in daily work processes which in turn will encourage active involvement of employees across the company.
In order to motivate employees communicate and share knowledge and expertise with their colleagues and across supply chain instead of working in “silos", the client organisation should maximize access to knowledge internally and across the megaproject via “improved communication among project managers and engineers” and discipline-based communities of practice led by experts. Best-in-class organisations create communities of practice, use blogs, yellow pages, upload success stories, how-to-videos on a corporate ‘WiKi’ and create knowledge maps (APQC, 2014).  Communities of practice are one of the most powerful and efficient ways to facilitate innovation and knowledge sharing among likeminded individuals and to welcome new members into the organisation (Dalkir, 2005). This is echoed in the project literature (Bresnen et al., 2003). Communities of practice can be mobilized quickly and become dynamic using WiKis and social media in contrast the current low levels of engagement found with more traditional IT platforms and knowledge software packages.
It is generally accepted that in order to facilitate knowledge sharing an organisation needs to sustain a blame-free culture where calculated risk of failures is acceptable and expected, creative solutions are always encouraged and rewarded, and people are given time and resources to try new things. 
The interviewees mentioned that the lessons learnt are captured in an ad-hoc way at the close-out project meetings. There should be a dedicated team in the client organisation that will follow a structured agenda and will hold review sessions at the end of each milestone of a megaproject. The team should study what worked well, what didn’t and why, what should be changed.  The key lessons learnt after each project should be documented and critical lessons learnt should be disseminated through established communities of practice of all organisations involved. 
The knowledge sharing should become a part of a daily routine and be regarded as a natural norm on a job. Employees should be able to contribute content and knowledge through the same applications they use for other duties.  
The respondents emphasized the importance of sound planning and keeping it dynamic. It is crucial to involve the design groups at early stages of planning before it is too late to influence the targets. Their early involvement will help them understand where they can add value. Thus lessons learnt have strategic input and are not confined to tactical responses during execution, suggesting a layered and structured approach to the forms of lessons and knowledge for sharing and application, which has been insufficiently addressed to date, yet beyond the scope of the reporting here. 
The complexity of the megaprojects is increased by the fact that there are many different stakeholders, including owners, managers, sponsors, and local communities, and they all have different perspectives. The lack of common language with organisations involved in megaproject can cause big problems for knowledge transfer. It is crucial to establish a knowledge taxonomy and knowledge dictionary for knowledge content. The client organisation must set up a knowledge repository, comprising project and supplier information, lessons learnt and pre-bid material.


CONCLUSION
Due to their complexity, high level of resource uncertainty and political pressure, organisational learning in megaprojects is essential. One of the key factors for success can be learning from already established and proven practices, instead of trying to reinvent the wheel. 
It is important to transfer knowledge within and between projects to be aware about good practices to avoid unnecessary mistakes and minimize the risk of time and cost overruns. In early design organisations of megaprojects socially oriented practices and routines should be developed in addition to formal processes and documentation. 

Culture creates norms regarding what is ‘right’ and ‘wrong’ in the organisation and influences how people communicate and share knowledge. The importance of a knowledge sharing culture as an enabler for the creation and transfer of knowledge should not be underestimated.

The objectives of this research were to study how learning from projects is transferred around the organisation that manages a €5bn euro infrastructure programme and to identify the role culture plays in transferring lessons learnt among multiple projects. The findings highlight the importance of understanding cultural barriers to sharing and reusing lessons learnt in megaprojects.

CM technique stimulated new thoughts and ideas around the key issues and helped merging diverse viewpoints into a single representation. The maps has helped reaching a consensus and managing disagreements during the focus group discussions. Their analysis revealed the key areas of concern and possible solutions as perceived by the respondents. 

The megaproject management client team emphasised the importance of having dedicated staff to administer and manage knowledge creation, revision, storage and dissemination. The fragmented and unique nature of the megaproject managed by the organisation under the scrutiny makes it difficult to form a culture of continuous knowledge flowing system. At the end of each project, employees are often moved on to the next project before the analysis of lessons. This limits the flow of information, creates barriers to learning and often leads to wastage and poor performance. For the organisation under scrutiny to capitalise on the “know-how” acquired in previous and current projects the company needs to look at managing knowledge more holistically and purposefully combining techniques from executive management, human resource management, KM, content management, and the technical disciplines themselves. The organisation does not have to reinvent the wheel every time it starts a project if it incorporates lessons learnt into organisational standards and processes and disseminates them among all stakeholders involved. 

Therefore, the findings show organisational barriers that are essentially cultural. The cultural issues and specific norms need to be addressed in order to build the capabilities at organisational and project levels cited as necessary by others (e.g. Davies and Brady, 2000; Principe and Tell, 2001; Brady and Davies, 2004). Communities of practice around knowledge are found to facilitate learning in line with Bresnen and his colleagues (2003). The detailed analysis of cultural practices provides an additional insight derived from cognitive mapping to learning on megaprojects. This analysis is the critical first step in developing an intervention to align the culture of a client organisation in support of effective knowledge transfer among all the actors to support overall business goal of a megaproject.
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information is


up-to-date


143 assign


professionals to


manage the platform


144 increase


conference


participation rate


145 see if there are


linkages among them


146 avoid discussing


the same issues over


and over again


147 ensure that a


short summary is


available to


non-experts


148 organise


thematic conferences


149 document best


practice


150 improve


awareness regarding


major projects


151 do not force


people reapply for


their jobs


152 reduce stress


from expecting to


hear "we do not need


you in this project"


153 increase


client's awareness


about megaproject


154 eliminate the


layer of frost


between us and the


regions


155 deal with


problems ... draw


certain aspects out


of context and strip


away the rest


156 create a


database with


staff's core


competencies


158 reduce amount of


information to be


shared


159 educate people


on the benefits of


sharing knowledge


160 eliminate


feeling of working


in a different


company


161 establish


document management


system ... make


people go their own


ways


162 structure


documents on


SharePoint and on


Connect


163 show more


interest in what


others are doing ...


deliver, deliver,


deliver


164 improve


functionality


165 reduce


information overload


166 avoid


information


fragmentation


167 be honest with


people


168 be aware of what


people think at the


front-line


169 give feedback


even if something


didn't work out


170 keep the promise


to reward high


performance


171 say there is no


pay increase this


year ... bring


performance review


down


172 find out what


your employees are


doing and why ...


criticise them for


not doing enough by


the end of the year


173 more visits to


the front-line by


the company's


leaders


176 do not say "yes"


if the company is


not ready


177 resist political


pressure


178 learn how


British Railways was


operating


179 do not criticise


those who do care


and want to


contribute


180 create a special


team dedicated to


test innovative


ideas and cascade


them down


181 ensure that all


regions follow the


same standards


182 make it easier


to reveal the best


practice


183 fix what is


already wrong before


coming up with


innovative ideas


184 deal with big


problems on time ...


try to solve them


when it is too late


185 do not allow


"innovation" due to


vague standards


186 ensure that the


basic "building


blocks" are there


187 follow the


standards


188 project team


should not develop


standards


189 challenge the


whole business


critical rule


initiatives


190 put together


policy writing team


191 stop reinventing


the wheel


192 build people's


trust in the system


193 ensure that


written objectives


reflect what the


person is actually


doing


194 motivate and


trust line managers


195 project delivery


team


196 programme


management team


197 have a clear


meeting agenda with


defined "expected


outcomes"


198 ensure that


there are right


people at the


meetings


200 do not force


participation if the


meeting has no


connection to the


job


201 invite only


those who are aware


of the situation and


can contribute


202 invite


front-line for


safety trainings ...


top people who are


far from the


front-line


203 be clear about


required resources,


finance, products we


use


204 talk more about


organisational


objectives in the


team


205 become a caring


organisation


206 do not work at


cross-purposes


207 improve


collaboration among


working groups


dealing with human


resources


208 eliminate


redundancies in


teams


209 reduce time


required for people


to know how the


business works


210 suggest


introduction course


other than induction


... let people find


it out by working


about 6 months or


longer


211 reduce side


effects from each


reorganisation


212 reduce staff


turnover


213 calculate the


risk from


reorganisation


before actually


implementing it


214 learn from the


best practice


regarding similar


situations


215 delegate


216 practice active


listening


217 empower staff to


make decisions


218 TfL experience


219 map individuals


across their role


competencies ...


demotivate them by


questioning their


loyalty


220 save time


required to look for


the right people to


talk to


221 allow quick


access to knowledge


specific to the


client organisation


222 design a


user-friendly


framework


223 enable one-click


search as in Google


224 introduce


full-time KM


positions


225 promote KM ...


keep it as a dry


topic


226 design KM


strategy and embed


it into


organisational


strategy


227 make KM a part


of the client's core


business


228 disseminate


knowledge further


down


229 issue a


newsletter on a


related topic


230 secure findings


for the forums


231 reduce the


number of


unnecessary meetings


232 eliminate "silo"


effect in the


organisation


233 improve


communication among


project managers and


engineers


234 reduce the


number of


contracting staff


235 do not outsource


knowledge with


outsourced projects


236 reduce


scepticism regarding


learning from each


other


237 improve


communication in the


megaproject


management team


238 increase


awareness regarding


megaproject


director's


activities


239 have more


positive input from


the team


240 be aware of the


team members'


professional


development needs


241 contribute


better with the


knowledge we have


242 upload short


bios on the web


243 make it really


short


244 put only


relevant information


245 document


technical knowledge


246 involve junior


level engineers in


the project


247 contribute to


their development


248 demonstrate more


care for people ...


have a hammer


approach


249 show


vulnerability


250 allow


disagreement with a


higher level


251 reward staff for


doing more than it


is written in their


objectives


252 do not


discourage staff by


rejecting voiced


initiative before


trying to understand


what should be done


253 acknowledge and


appreciate good


things done


254 include


knowledge sharing in


in staff performance


255 encourage


newcomers to adapt


... them follow


their style of


behavior shaped by


different


circumstances


256 give an example


of right behaviour


257 create a


favourable


environment for


people to see


vulnerability in


themselves


259 accountability


260 go back to


basics in project


management


262 share resource


pool


263 make functional


leads responsible


for owning and


incorporating best


practice


264 demonstrate how


KM is implemented


265 specify what is


important for IP


266 cascade KM


related performance


objectives to


regional levels


267 know when you


need to share


268 identify best


practice for GRIP


process and


methodology


269 identify best


practice for


different parts of


business


270 HR


271 programme


management


272 engineering


273 commercial staff


274 technical staff


275 know more about


knowledge owners


276 make functional


leads responsible


for delivery


accuracy and


reliability of


information


277 standards


278 identify the


best person in IP to


own standards


279 provide an


evidence of managing


and structuring the


know-how around


standards


280 make people


think about


knowledge and their


contribution


281 identify the


best person in IP to


own GRIP


282 provide an


evidence of managing


and structuring the


know-how around GRIP


283 prioritise


projects


284 have a clearly


defined action plan


285 keep


cost-comparative


model up-to-date and


available


286 enable supply


chain to deliver


integrated plan


287 have clearly


defined policies


that will require


supply chain to


cooperate


288 clearly


communicate the


issues with


standards to


megaproject's


director


289 structure online


information


290 reduce time


spent on data


analysis


291 be aware of


standards that


hinder projects'


delivery


292 reduce pride


293 stop treating


regions as kingdoms


294 pay more


attention to


programme management


... concentrate on


projects


295 be aware that we


are parts of one


organisation


296 ensure that it


is shared


297 avoid changes at


the top every 2-3


years


298 make people know


what future holds


for them


299 take time to


learn the lessons


... take control


period after control


period


300 learn from


organisational


history


301 take time to


educate contractors


about what the


client organisation


requires from them


302 develop personal


contacts ... manage


from the distance


303 understand your


product before


selling it


304 give them time


to understand


305 share the key


points during


workshop, focus


groups ... send


piles of documents


306 ensure that they


understand the


client's standards


307 ensure that the


client's staff fully


understand processes


and procedures


before communicating


them to contractors


308 resist those


redirections coming


from the government


that may hinder


company's long-term


well-being


309 take time to


understand what the


business is going to


deliver and how


310 understand what


the client did well


311 understand what


the client can do


better


312 do not


overpromise and


underdeliver


313 motivate new


hires


314 do not


overpromise what


they are going to


get


315 create a


learning environment


for young


professionals


316 let them grow in


the organisation ...


put them in position


where they have no


experience


317 give more


opportunities to


employees to do what


they should be doing


318 improve


processes and


procedures


319 acknowledge that


everything else must


stop


320 reduce


travelling especialy


for new hires


321 save time for


new hires to learn


322 make it easier


to search for


information


323 improve


structure of CONNECT


324 improve the way


safety is cascaded


inside the


organisaion


326 consider how


much human mind can


carry


327 match staff


responsibilities


with salary


expectations


328 introduce better


staff incentives


329 utilise full


capacity of people


330 reduce pressure


from the workload


331 eliminate


buffers


332 do not filter


messages


333 rethink the


banding system


334 make


communication fast


and easy


336 encourage people


share information


regarding problem


situations


337 be fast with a


feedback ... do not


respond at all


338 too many


formats: IMS, MOSS,


CCMS2


339 introduce shared


accountability


between one who


maintains database


and a designated


senior point within


appropriate function


340 introduce


quality control


341 ensure accuracy


and trustworthiness


of informaiton


342 filter


information before


allowing sharing it


with the client's


community


343 ensure that


information complies


with the latest


policies


344 make them more


effective


345 invite lead


people to the


conference


346 share progress


regarding last


solution to


challenges raised


during previous


conference


347 put more


emphasis on human


communication


348 encourage


one-to-one meetings


349 hire more people


to do the actual job


350 more working


bees ... queen bees


351 embed honesty in


the culture


352 start from the


top


353 do not punish or


penalise for


expressing opinions


354 encourage


personal


communication when


people need


assistance


355 remove fear of


looking stupid


356 make people more


comfortable


expressing their


needs for help


357 do not consider


knowledge as


competitive


advantage


358 stop reviewing


people against their


peers


359 reduce fear from


performing worse


than a colleague


360 the bottom 5%


are expected to


leave the industry


because of poor


performance


361 motivate


contractors to share


knowledge


362 introduce


recognition system


for sharing


knowledge


363 do not create


competition in teams


364 stop copying


everyone in emails


365 ensure that the


briefings are


cascaded


366 inform the key


people ... let them


learn about things


from the newsletters


367 differentiate


the ways of sharing


knowledge at the


upper level and at


the front-line


368 make more time


for collective


gathering


369 agree the plan


with the one who is


responsible ... put


the names on the


list


370 make it work ...


loosely follow


371 make it more


attractive to work


in the company ...


work as a contractor


372 rethink the idea


of de-risking by


contracting out


externally


373 avoid risks of


paying 3-4 times


higher costs


374 take more of


work in house


375 own the end


result ... end up


paying more to


correct somebody's


mistakes


376 do not allow


contractors raise


prices out of fear


to pay large


compensation if


things go wrong


377 consider


carrying the risk of


poor job


378 make contractors


pay for their


mistakes


379 make them


regular


380 be clear about


the focus


381 ensure that


failures are shared


as well


382 be clear about


where the problem is


383 more interactive


on the front-line


... a 100-page


document on how to


do it


384 invest time and


efforts


385 define the GRIP


for electrification


procedure


386 give equal


freedom to all


design groups


387 give the same


right to make


decisions regarding


targets to EPDG,


Track, Signal and


Building groups


388 have appropriate


representation at


the meeting


389 give a feedback


to the group


390 make decisions


about projects'


priority for


internal design


group


391 involve


contractors at


ealier GRIP stages


392 eliminate fear


of losing


power/control


393 do a robust job


in a previous GRIP


394 involve the


design group in


planning process for


other GRIPs


395 allow the design


group make things


easier for those


involved in the


following GRIP


396 reduce stress


from correcting the


mistakes from the


previous GRIP


397 write policies


regarding


involvement of


different groups in


the GRIP planning


process


398 bring different


perspectives


399 use knowledge


acquired while


working in a private


sector


400 give more


freedom to the group


to make strategic


decisions


401 understand how


design group


operates


402 understand the


challenges the group


is facing


403 mitigate


delivery pressure


404 set realistic


delivery targets


405 check the


capacity in the


business to deliver


before setting the


deadlines


406 ask the group


what should be done


to deliver


407 ask the group


when they can


actually deliver


408 check if there


is modelling


involved


409 check if there


are complex


decisions to be made


410 help the group


understand where


they can add more


value to the company


411 share knowledge


about all the


projects and


timescales with the


design group


412 involve the


group in decision


making regarding the


targets ... enforce


targets upon the


group


413 discuss the


targets set by


business with the


group


414 involve the


group in early


planning cycles ...


when it is too late


to influence targets


415 advice sponsor


organisations to


communicate with the


design groups when


setting the strategy


416 organise


communities of


practice


417 choose one


representative per


each community to


participate


418 mandate to come


back and share


419 ignore hierarchy


while chosing who


should attend


420 send the same


people to forums


with particular


topics


421 cascade the


information in teams


422 share the


results online


423 the key points


via newsletter


424 upload a short


summary on the


website


425 once per


quarter/two months


426 invite those who


do the actual job


427 consider their


opinion in strategic


decision making


428 ask for tips


429 ask for lessons


learnt


430 reduce


bureaucracy related


to dealing with


problems


431 be aware of whom


to talk to when you


need help


432 learn about


hobbies of each


other


433 avoid


unnecessary delays


434 reduce email


communication


435 more flexibility


with procurement


436 base salary on


experience and


skills ... years


working in the


company


437 give the


opportunity for new


hires to go through


those stages


438 people


439 plant


440 materials


441 costs


442 stakeholder


collaboration plans


443 keep it dynamic


444 talk more about


how we operate ...


talk about targets


445 increase staff


awareness of


projects implemented


by each member of


the megaproject


management team


446 share the


process ... only the


result


447 identify


overlaps


448 do not miss good


ideas


449 sharing


knowleldge does not


mean losing


expertise


451 eliminate the


need to remember


appropriate platform


and password


452 put quick and


smart links


453 do not manage it


through COMMS people


who might not have


necessary


qualifications


454 design strict


policies regarding


platform usage


455 control


implementation of


policies


456 restrict rights


to create new


platforms


457 organise


awareness campaign


regarding the


benefits of using


one platform


458 be quick in


responding to


requests for the


system improvement


... go through 25


steps


459 try to


understand people


... pigeonhole


people


460 be clear as a


team about our


expectations


461 organise folders


by the regions


462 organise files


in the folders in


accordance with


project numbers


463 be consistent


464 send links to


the documents ...


send them as


attachments


465 start from


top-down blame when


pressured by the


government/media


466 develop a habit


of saying "us" ...


"s/he"


467 establish the


culture of achieving


goals


468 help people


associate success of


the company with


sharing the best


practice


469 help people see


the benefits of


performing


470 clearly define


the role each person


plays in achieving


the big picture


471 do not make


people become risk


averse


472 introduce soft


type of reporting


473 keep it


half-an-hour


474 have only 4-5


people talk


475 be prepared


476 avoid falling


into typical team


meetings where we


are taught by HR


what to do and how


to behave


477 send the


narrative to


facilitator on


Friday for the


Monday meeting


478 bullet points


479 keep


facilitation on a


rota


480 keep the


deadlines


481 have a robust


strategic plan


482 ensure


deliverability


483 consult delivery


team


484 get the right


balance between


staff and


contracting agencies


485 ensure that the


client has right


programme control


486 have a clear


structure


487 do it


continuously ...


have it once per


year


488 use 360


489 increase


awareness regarding


team members'


activities


490 have a team


representative for


stakeholder meeting




1 change the

organisational

culture

2 too many politics

to consider at work

3 create a learning

environment

4 retain knowledge

in the organisation

5 accept

constructive

criticism

7 change the

attitude towards

helping each other

8 develop

compassionate

leadership

9 pay more attention

to the human side

... the task side

10 build a strong

megaproject

management team

12 draw the big

picture ...

dot-to-dot picture

13 continuously go

through storming,

norming and

performing stages

with the team

14 put the planning

right

15 give everyone

opportunity to talk

16 forget about the

bands during the

team meetings

17 ensure full

attendance at the

team meetings ...

make assumption

about somebody

else's opinion

20 go back to basics

21 bring back the

ownership in the

company

23 make the client

organisation a

better place to work

24 improve top-down

communication

25 build strong team

spirit

26 delegate

rewarding staff to

line managers

27 create an

environment of

mutual trust and

understanding ...

"who shouts louder

gets his way in"

28 develop holistic

view on the purpose

of the megaproject

management team

29 organise weekly

team meetings

30 learn from other

countries about

their railway

electrification

processes

31 plan

electrification

carefully ... waste

money because of

improper planning

32 be clear about

the purpose of the

team

33 improve

efficiency of

meetings

34 ensure that

contracts are in

place for what we

are delivering

35 be clear about

deliverables

36 share knowledge

in the megaproject

team before

preaching it to

others

37 overcome

challenges as a team

38 have a vision as

a team

39 reduce learning

time when moving

people from one part

of the company to

another

40 share best

practice

41 consider

significant

investment in KM

45 eliminate "blame"

culture

46 reduce hierarchy

47 stop saying

things that sound

good if you do not

agree with them

48 change "my

organisation is

better" mind-set of

directors

49 update and apply

know-how to core

processes

50 encourage

creativity and

innovation

51 write down a

strategic plan

52 improve reporting

53 include

creativity and

innovation in staff

performance

54 increase staff

motivation

55 improve

leadership style

56 change core

behaviors

57 plan long-term

58 create more

comfort and security

at work

59 reduce

frustration from

wasting too much

time while searching

for information

60 start with upper

level

61 have more

functional authority

to successfully

implement

infrustructure

project

62 become a

programme management

team in a true sense

64 enhance project

delivery

65 share knowledge

66 know what is KM

about

67 release summary

on lessons learnt

after every

workshop/conference

68 enable

efficiencies

70 appreciate what

others do in the

team

72 improve

effectiveness of

REDG and NEDSG

73 improve the way

problems are dealt

with

74 know what you are

expected to deliver

75 do what you said

you are going to do

76 do not hinder

team building by

frequently rotating

professionals

77 rethink the need

for moving people

every six months

78 allow people

build vision

regarding their jobs

80 keep a good

balance between

experienced

employees and newly

hired

81 allow time to

share knowledge

83 use lunch time to

share knowledge

84 build warm

environment in the

teams

85 learn from

similar projects

before the start

86 include sharing

knowledge/expertise

in the retirement

process

87 include sharing

knowledge/expertise

during internal

transfers

88 involve personal

communication ...

put everything on

the paper

89 build right

relations in the

megaproject

management team

90 stop labelling

people by bands

91 improve

organisational

performance

93 increase employee

loyalty

94 help the new

hires learn about

the business

95 understand the

reasons for bad

performance

96 share a clear

vision about the

railway of the

future

98 rethink

performance review

process ... make it

waste of time

99 put stability

back to the company

100 improve

collaboration with

contractors

101 define

priorities

102 allow time to

come back with

required information

103 reduce number of

ineffective meetings

104 reduce

frustration at the

front-line

105 hear what people

say

106 make some

changes addressing

issues

107 keep experience

and knowledge in the

company

108 stop reshaping

the business

109 write up-to-date

standards

110 ensure that the

organisation is

ready to embrace

change before

applying it

112 organise a

central team of

engineers who will

work on policies

113 do not allow

builders decide the

policies

114 stop reinventing

the wheel every 3-4

years

115 give the

opportunity for

employees to

contribute to that

vision

116 ensure that it

is cascaded across

the company

117 keep the right

balance of expertise

118 have more people

with long-term

experience in the

company ... people

from outside

120 deal with media

better

121 hire people who

can soften media

122 inform

infrastructure

organisation that is

going to implement a

project

123 create and

maintain an

effective knowledge

repository

124 retain knowledge

when people retire

125 follow

succession planning

... just talk about

that

126 make a buzz-word

search possible

127 upload the list

of people

accountable for

particular issues

128 continue

organising

conferences

129 establish KM

department

130 know what you

need to share

132 structure the

conference

133 set up the

agenda

134 ensure that

right participants

are chosen

135 make them

dynamic, interactive

and fun

136 filter success

stories through

137 ensure that

conference materials

are stored in a

structured

repository with an

easy accesss

138 publish the list

of attendees

140 operate as a

company ... divide

and conquer

141 design one

newsletter for the

company

142 ensure that

information is

up-to-date

143 assign

professionals to

manage the platform

144 increase

conference

participation rate

145 see if there are

linkages among them

146 avoid discussing

the same issues over

and over again

147 ensure that a

short summary is

available to

non-experts

148 organise

thematic conferences

149 document best

practice

150 improve

awareness regarding

major projects

151 do not force

people reapply for

their jobs

152 reduce stress

from expecting to

hear "we do not need

you in this project"

153 increase

client's awareness

about megaproject

154 eliminate the

layer of frost

between us and the

regions

155 deal with

problems ... draw

certain aspects out

of context and strip

away the rest

156 create a

database with

staff's core

competencies

158 reduce amount of

information to be

shared

159 educate people

on the benefits of

sharing knowledge

160 eliminate

feeling of working

in a different

company

161 establish

document management

system ... make

people go their own

ways

162 structure

documents on

SharePoint and on

Connect

163 show more

interest in what

others are doing ...

deliver, deliver,

deliver

164 improve

functionality

165 reduce

information overload

166 avoid

information

fragmentation

167 be honest with

people

168 be aware of what

people think at the

front-line

169 give feedback

even if something

didn't work out

170 keep the promise

to reward high

performance

171 say there is no

pay increase this

year ... bring

performance review

down

172 find out what

your employees are

doing and why ...

criticise them for

not doing enough by

the end of the year

173 more visits to

the front-line by

the company's

leaders

176 do not say "yes"

if the company is

not ready

177 resist political

pressure

178 learn how

British Railways was

operating

179 do not criticise

those who do care

and want to

contribute

180 create a special

team dedicated to

test innovative

ideas and cascade

them down

181 ensure that all

regions follow the

same standards

182 make it easier

to reveal the best

practice

183 fix what is

already wrong before

coming up with

innovative ideas

184 deal with big

problems on time ...

try to solve them

when it is too late

185 do not allow

"innovation" due to

vague standards

186 ensure that the

basic "building

blocks" are there

187 follow the

standards

188 project team

should not develop

standards

189 challenge the

whole business

critical rule

initiatives

190 put together

policy writing team

191 stop reinventing

the wheel

192 build people's

trust in the system

193 ensure that

written objectives

reflect what the

person is actually

doing

194 motivate and

trust line managers

195 project delivery

team

196 programme

management team

197 have a clear

meeting agenda with

defined "expected

outcomes"

198 ensure that

there are right

people at the

meetings

200 do not force

participation if the

meeting has no

connection to the

job

201 invite only

those who are aware

of the situation and

can contribute

202 invite

front-line for

safety trainings ...

top people who are

far from the

front-line

203 be clear about

required resources,

finance, products we

use

204 talk more about

organisational

objectives in the

team

205 become a caring

organisation

206 do not work at

cross-purposes

207 improve

collaboration among

working groups

dealing with human

resources

208 eliminate

redundancies in

teams

209 reduce time

required for people

to know how the

business works

210 suggest

introduction course

other than induction

... let people find

it out by working

about 6 months or

longer

211 reduce side

effects from each

reorganisation

212 reduce staff

turnover

213 calculate the

risk from

reorganisation

before actually

implementing it

214 learn from the

best practice

regarding similar

situations

215 delegate

216 practice active

listening

217 empower staff to

make decisions

218 TfL experience

219 map individuals

across their role

competencies ...

demotivate them by

questioning their

loyalty

220 save time

required to look for

the right people to

talk to

221 allow quick

access to knowledge

specific to the

client organisation

222 design a

user-friendly

framework

223 enable one-click

search as in Google

224 introduce

full-time KM

positions

225 promote KM ...

keep it as a dry

topic

226 design KM

strategy and embed

it into

organisational

strategy

227 make KM a part

of the client's core

business

228 disseminate

knowledge further

down

229 issue a

newsletter on a

related topic

230 secure findings

for the forums

231 reduce the

number of

unnecessary meetings

232 eliminate "silo"

effect in the

organisation 233 improve

communication among

project managers and

engineers

234 reduce the

number of

contracting staff

235 do not outsource

knowledge with

outsourced projects

236 reduce

scepticism regarding

learning from each

other

237 improve

communication in the

megaproject

management team

238 increase

awareness regarding

megaproject

director's

activities

239 have more

positive input from

the team

240 be aware of the

team members'

professional

development needs

241 contribute

better with the

knowledge we have

242 upload short

bios on the web

243 make it really

short

244 put only

relevant information

245 document

technical knowledge

246 involve junior

level engineers in

the project

247 contribute to

their development

248 demonstrate more

care for people ...

have a hammer

approach

249 show

vulnerability

250 allow

disagreement with a

higher level

251 reward staff for

doing more than it

is written in their

objectives

252 do not

discourage staff by

rejecting voiced

initiative before

trying to understand

what should be done

253 acknowledge and

appreciate good

things done

254 include

knowledge sharing in

in staff performance

255 encourage

newcomers to adapt

... them follow

their style of

behavior shaped by

different

circumstances

256 give an example

of right behaviour

257 create a

favourable

environment for

people to see

vulnerability in

themselves

259 accountability 260 go back to

basics in project

management

262 share resource

pool

263 make functional

leads responsible

for owning and

incorporating best

practice

264 demonstrate how

KM is implemented

265 specify what is

important for IP

266 cascade KM

related performance

objectives to

regional levels

267 know when you

need to share

268 identify best

practice for GRIP

process and

methodology

269 identify best

practice for

different parts of

business

270 HR

271 programme

management

272 engineering

273 commercial staff

274 technical staff

275 know more about

knowledge owners

276 make functional

leads responsible

for delivery

accuracy and

reliability of

information

277 standards

278 identify the

best person in IP to

own standards

279 provide an

evidence of managing

and structuring the

know-how around

standards

280 make people

think about

knowledge and their

contribution

281 identify the

best person in IP to

own GRIP

282 provide an

evidence of managing

and structuring the

know-how around GRIP

283 prioritise

projects

284 have a clearly

defined action plan

285 keep

cost-comparative

model up-to-date and

available

286 enable supply

chain to deliver

integrated plan

287 have clearly

defined policies

that will require

supply chain to

cooperate

288 clearly

communicate the

issues with

standards to

megaproject's

director

289 structure online

information

290 reduce time

spent on data

analysis

291 be aware of

standards that

hinder projects'

delivery

292 reduce pride

293 stop treating

regions as kingdoms

294 pay more

attention to

programme management

... concentrate on

projects

295 be aware that we

are parts of one

organisation

296 ensure that it

is shared

297 avoid changes at

the top every 2-3

years

298 make people know

what future holds

for them

299 take time to

learn the lessons

... take control

period after control

period

300 learn from

organisational

history

301 take time to

educate contractors

about what the

client organisation

requires from them

302 develop personal

contacts ... manage

from the distance

303 understand your

product before

selling it

304 give them time

to understand

305 share the key

points during

workshop, focus

groups ... send

piles of documents

306 ensure that they

understand the

client's standards

307 ensure that the

client's staff fully

understand processes

and procedures

before communicating

them to contractors

308 resist those

redirections coming

from the government

that may hinder

company's long-term

well-being

309 take time to

understand what the

business is going to

deliver and how

310 understand what

the client did well

311 understand what

the client can do

better

312 do not

overpromise and

underdeliver

313 motivate new

hires

314 do not

overpromise what

they are going to

get

315 create a

learning environment

for young

professionals

316 let them grow in

the organisation ...

put them in position

where they have no

experience

317 give more

opportunities to

employees to do what

they should be doing

318 improve

processes and

procedures

319 acknowledge that

everything else must

stop

320 reduce

travelling especialy

for new hires

321 save time for

new hires to learn

322 make it easier

to search for

information

323 improve

structure of CONNECT

324 improve the way

safety is cascaded

inside the

organisaion

326 consider how

much human mind can

carry

327 match staff

responsibilities

with salary

expectations

328 introduce better

staff incentives

329 utilise full

capacity of people

330 reduce pressure

from the workload

331 eliminate

buffers

332 do not filter

messages

333 rethink the

banding system

334 make

communication fast

and easy

336 encourage people

share information

regarding problem

situations

337 be fast with a

feedback ... do not

respond at all

338 too many

formats: IMS, MOSS,

CCMS2

339 introduce shared

accountability

between one who

maintains database

and a designated

senior point within

appropriate function

340 introduce

quality control

341 ensure accuracy

and trustworthiness

of informaiton

342 filter

information before

allowing sharing it

with the client's

community

343 ensure that

information complies

with the latest

policies

344 make them more

effective

345 invite lead

people to the

conference

346 share progress

regarding last

solution to

challenges raised

during previous

conference

347 put more

emphasis on human

communication

348 encourage

one-to-one meetings

349 hire more people

to do the actual job

350 more working

bees ... queen bees

351 embed honesty in

the culture

352 start from the

top

353 do not punish or

penalise for

expressing opinions

354 encourage

personal

communication when

people need

assistance

355 remove fear of

looking stupid

356 make people more

comfortable

expressing their

needs for help

357 do not consider

knowledge as

competitive

advantage

358 stop reviewing

people against their

peers

359 reduce fear from

performing worse

than a colleague

360 the bottom 5%

are expected to

leave the industry

because of poor

performance

361 motivate

contractors to share

knowledge

362 introduce

recognition system

for sharing

knowledge

363 do not create

competition in teams

364 stop copying

everyone in emails

365 ensure that the

briefings are

cascaded

366 inform the key

people ... let them

learn about things

from the newsletters

367 differentiate

the ways of sharing

knowledge at the

upper level and at

the front-line

368 make more time

for collective

gathering

369 agree the plan

with the one who is

responsible ... put

the names on the

list

370 make it work ...

loosely follow

371 make it more

attractive to work

in the company ...

work as a contractor

372 rethink the idea

of de-risking by

contracting out

externally

373 avoid risks of

paying 3-4 times

higher costs

374 take more of

work in house

375 own the end

result ... end up

paying more to

correct somebody's

mistakes

376 do not allow

contractors raise

prices out of fear

to pay large

compensation if

things go wrong

377 consider

carrying the risk of

poor job

378 make contractors

pay for their

mistakes

379 make them

regular

380 be clear about

the focus

381 ensure that

failures are shared

as well

382 be clear about

where the problem is

383 more interactive

on the front-line

... a 100-page

document on how to

do it

384 invest time and

efforts

385 define the GRIP

for electrification

procedure

386 give equal

freedom to all

design groups

387 give the same

right to make

decisions regarding

targets to EPDG,

Track, Signal and

Building groups

388 have appropriate

representation at

the meeting

389 give a feedback

to the group

390 make decisions

about projects'

priority for

internal design

group

391 involve

contractors at

ealier GRIP stages

392 eliminate fear

of losing

power/control

393 do a robust job

in a previous GRIP

394 involve the

design group in

planning process for

other GRIPs

395 allow the design

group make things

easier for those

involved in the

following GRIP

396 reduce stress

from correcting the

mistakes from the

previous GRIP

397 write policies

regarding

involvement of

different groups in

the GRIP planning

process

398 bring different

perspectives 399 use knowledge

acquired while

working in a private

sector

400 give more

freedom to the group

to make strategic

decisions

401 understand how

design group

operates

402 understand the

challenges the group

is facing

403 mitigate

delivery pressure

404 set realistic

delivery targets

405 check the

capacity in the

business to deliver

before setting the

deadlines

406 ask the group

what should be done

to deliver

407 ask the group

when they can

actually deliver

408 check if there

is modelling

involved

409 check if there

are complex

decisions to be made

410 help the group

understand where

they can add more

value to the company

411 share knowledge

about all the

projects and

timescales with the

design group

412 involve the

group in decision

making regarding the

targets ... enforce

targets upon the

group

413 discuss the

targets set by

business with the

group

414 involve the

group in early

planning cycles ...

when it is too late

to influence targets

415 advice sponsor

organisations to

communicate with the

design groups when

setting the strategy

416 organise

communities of

practice

417 choose one

representative per

each community to

participate

418 mandate to come

back and share

419 ignore hierarchy

while chosing who

should attend

420 send the same

people to forums

with particular

topics

421 cascade the

information in teams

422 share the

results online

423 the key points

via newsletter

424 upload a short

summary on the

website

425 once per

quarter/two months

426 invite those who

do the actual job

427 consider their

opinion in strategic

decision making

428 ask for tips

429 ask for lessons

learnt

430 reduce

bureaucracy related

to dealing with

problems

431 be aware of whom

to talk to when you

need help

432 learn about

hobbies of each

other

433 avoid

unnecessary delays

434 reduce email

communication

435 more flexibility

with procurement

436 base salary on

experience and

skills ... years

working in the

company

437 give the

opportunity for new

hires to go through

those stages

438 people

439 plant

440 materials

441 costs

442 stakeholder

collaboration plans

443 keep it dynamic

444 talk more about

how we operate ...

talk about targets

445 increase staff

awareness of

projects implemented

by each member of

the megaproject

management team446 share the

process ... only the

result

447 identify

overlaps

448 do not miss good

ideas

449 sharing

knowleldge does not

mean losing

expertise

451 eliminate the

need to remember

appropriate platform

and password

452 put quick and

smart links

453 do not manage it

through COMMS people

who might not have

necessary

qualifications

454 design strict

policies regarding

platform usage

455 control

implementation of

policies

456 restrict rights

to create new

platforms

457 organise

awareness campaign

regarding the

benefits of using

one platform

458 be quick in

responding to

requests for the

system improvement

... go through 25

steps

459 try to

understand people

... pigeonhole

people

460 be clear as a

team about our

expectations

461 organise folders

by the regions

462 organise files

in the folders in

accordance with

project numbers

463 be consistent

464 send links to

the documents ...

send them as

attachments

465 start from

top-down blame when

pressured by the

government/media

466 develop a habit

of saying "us" ...

"s/he"

467 establish the

culture of achieving

goals

468 help people

associate success of

the company with

sharing the best

practice

469 help people see

the benefits of

performing

470 clearly define

the role each person

plays in achieving

the big picture

471 do not make

people become risk

averse

472 introduce soft

type of reporting

473 keep it

half-an-hour

474 have only 4-5

people talk

475 be prepared

476 avoid falling

into typical team

meetings where we

are taught by HR

what to do and how

to behave

477 send the

narrative to

facilitator on

Friday for the

Monday meeting

478 bullet points

479 keep

facilitation on a

rota

480 keep the

deadlines

481 have a robust

strategic plan 482 ensure

deliverability

483 consult delivery

team

484 get the right

balance between

staff and

contracting agencies

485 ensure that the

client has right

programme control

486 have a clear

structure

487 do it

continuously ...

have it once per

year

488 use 360

489 increase

awareness regarding

team members'

activities

490 have a team

representative for

stakeholder meeting
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