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Despite the resignations of its former KM Leader and KM
Executive, HCM Group continues to have faith on KM, as a
strategy to develop its people and perform at an optimal
level, in its bid to remain profitable as a business entity, while
at the same time is capable of creating added value to its
customers inside the country and outside. Becoming the infrastructure industry’s number one player is a vision within
that context.
After the recent dialogue, roadshow and formation of KM
Committees outside the Head Office, it is now clear that
unlike before, the management now wants to move KM
throughout the group. Backed by HOD pledges, incorporation of KM indicators in performance appraisal and the management’s commitment towards “transparent and open
communication” as well as “appropriate reward, recognition and long-term career path”, on paper at least, one can
expect fewer problems, if at all there will be any, during the
implementation.
This issue’s Cover Story dwells on the recent management
dialogue and highlights some of the KM activities under the
new team. Other stories include characteristics of a knowledge worker, transcript of the Q&A session during the KM
Conference organised by HCM Group, lessons in stockpile
area management, understanding stress and the relationship between psychology and KM.
Happy Reading!
Shukri Rahman

FROM THE DESK OF HCM GROUP’S CHIEF
KNOWLEDGE OFFICER (CKO)

H

CM Group sets the year 2011 for all our employees to
be knowledge-workers and the Group to attain the
coveted Knowledge-Based Organisation (KBO) sta-

tus.

In the simplest term, we dare to be the infrastructure industry’s Number One global player. We challenge our staff to
do their best every time and any where they are stationed
in.
Thus we have to be humble enough to admit what we do
not know about or what we know very little of, engage in a
systematic life-long learning, put on our thinking hats and
pool our thoughts together, sharing and distributing knowledge intelligently throughout the organization.

ous specialists locally and overseas. As I have stressed before, long-term career path, reward and recognition await
those who develop a KM mindset and behave in a KM way,
consistent with the Group’s objectives.
If we put our minds to it, nothing is impossible.
As pledged during a special management dialogue in August, we have laid the ground work and taken a few steps
in the right direction. It is high time to make KM a way of life
throughout HCM Group.
I would like to take this opportunity to wish every success to
all our KM Committees, COPs, KM teams and staff
members.

Learning is fun.

Best regards,

HCM Group intends to really promote both the joy of learning to work and learning from work. It ought to be experiential, based on real-life workplace situations. It also ought to
be accessible, i.e always available, just-in-time and during
leisure. Undoubtedly it also ought to be integrated, continuous and updated.

Dato’ Ir Hasnur Rabiain Ismail

The scope is both wide and deep. In terms of structure, we
envisage a central management team surrounded by variAll rights reserved. No part of this book may be reproduced in any form without written permission of the owners. All images in this book have been reproduced
with the knowledge and prior consent of the artist concerned, and no responsibility is accepted by producer, publisher or printer for any infringement or
otherwise, arising from the contents of this publication. Every effort has been made to ensure that credits accurately comply with information supplied.
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Ariff Awang, HCM’s writer, is a former print and broadcast journalist with a first degree in Psycholog y. He is currently pursuing a
Master degree in Organisational Psycholog y on a part-time basis. Married to a teacher, Ariff, likes working for HCM as “it has a clear
direction.” He enjoys reading security, current and international affairs; watching Aljazeera,
CSI and The Simpson as well as surfing the Net.

PREPARING FOR NUMBER ONE
Special Dialogue with Dato’ MD at A - Park
by Ariff Awang

E

verything went well that day. Dato’ MD-cum-Chief
Knowledge Officer kicked-start the programme in the
morning with his welcoming note and aspired everybody with his number one message: The company should
be the industry’s number one in the world! Not just in Malaysia, he said.
Preceding the message was his hope that everybody present would discuss KM and related matters with an open
heart and ready to accept criticism as well as suggestions.
It was more than just a meeting of minds. Having been away
from the Group’s KM scene for quite some time due to his
ever hectic business schedule, Dato’ CKO injected a breath
of fresh air when the HCM Group’s KM journey was about to
shift to a faster mode.
This was what happened on the 9th of August 2007 when
HCM Group’s top executives were invited for a one-day
dialogue session with Managing Director-cum-Chief
Knowledge Officer, Dato’ Hasnur Rabiain Ismail.
The focus was: How to make KM better understood, absorbed and practised by all members of the Group, from
the very top to the bottom, as it was envisaged to be. KM
has to be a part and parcel of the blood vessel that runs
through the organization.
The invitees came from different regions, different areas
and from various departments.
Approximately 50 attendees comprising directors, departments’ heads, general managers as well as regional and

area managers from HCM Engineering and Roadcare were
present. The session was held at Dato’ MD’s private retreat,
A-Park, near Cyberjaya. Among them were En. Mohd Nasir
Hassan, En. Mohd Azman Yaacob, Pn Sofia Zakaria, En. Mhd
Najili Sojo and En. Mohd Khalil Dan.
KM joint-Chairmen, Roadcare COO En. Najili said a few
words, followed by HCM director En. Nasir. Next came two
presentations from KM Vice Presidents, En. Mohd Shukri
Abd Rahman and Pn. Pauziah Abu Kasim. En. Roni Zailani
Abdullah gave a short briefing on KM-Portal. HCM Human
Resource Manager En. Azian Baharuddin was the emcee.
The climax of the event was the dialogue in the afternoon.
Dato’ MD’s requested everyone there to say something.
“At least say that I have no idea,” he said. However, no
one would want to miss that opportunity - all came up with
something to voice out. The Roadcare GM, En. Khalil volunteered to start the show, and then it was followed by the
delegates row after row. A pool of ideas and views were
gathered.
“Even though I myself don’t really grasp the complete meaning of KM, I am still determined to go on with it, and with
these ideas and concerted effort, we can make it.” It was
a humble, yet meaningful message from Dato’ CKO which
should serve as a reminder to all present to learn, share and
go along with the Group’s KM objectives.
The one-day session was wrapped up with a spirited KM
Pledge led by En. Azian. In all, it was a fruitful and worthwhile dialogue. This resolve unified them and the next step
is to ‘walk the talk’.
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CONTRIBUTE AND ENJOY
Matching Reward, Recognition and Career Path in the KBO Vision
by Ariff Awang

R

ewards and recognitions await those who actively contribute and participate in KM activities. These include
submissions and knowledge sharing via HCM Group’s
K-Portal, websites, K-Connection, Suara Roadcare as well as
involvement in COPs and other KM-related activities.

HCM Group’s Managing Director-cum-Chief Knowledge
Officer, Dato’ Hasnur Rabiain Ismail gave his assurance on
the matter to accelerate the growth of KM culture within
the Group. HCM Group aspires to be a full-fledged Knowledge Based Organisation (KBO) in 2011.
Acknowledging the need to reward and recognize those
who put in efforts to enhance KM in the organization, Dato’
Hasnur made the announcement at a dialogue with departments’ heads and managers of HCM Engineering and
Roadcare, held in August at his private retreat, A-Park.
The HCM Group is currently undertaking a comprehensive
review of its remuneration package. KM indicators, viz collaborative, proactive, self-driven, innovative, high IQ and
strong EQ will also feature as an integral part of the performance appraisal.
According to Dato’ Hasnur, even though some rewards
would not necessarily be in monetary form, something
would be worked out to reflect the Group’s focus on developing 100% K-workers.
He listed four critical areas which need to be addressed to
retain the right kind of people in the organization. Two of
them are rewards and recognitions, while the other two revolve around a steady career path and a unified vision.
To provide a broader perspective on the issue, let us look at
a few related research findings.
A study indicates that, when employees view knowledge
as a public good belonging to the whole organization,
knowledge flows easily. However, even when they give priority to the organization and their community, they tend to
shy away from contributing knowledge for various reasons.
Specifically, employees hesitate to contribute out of fear of
criticism, or of misleading the community members. In short,
some employees are not so sure whether their contributions
are important, completely accurate or relevant.
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To remove the identified barriers, there is a need for developing various types of trust, ranging from knowledge-based
to the institution-based trust. Thus mutual trust and respect is
a pre-condition for a successful knowledge sharing.
Another study argues since most communities emerge
spontaneously, the challenge in enabling virtual communities of practice is not so much in creating them. It is more
about removing barriers towards individuals’ participation and facilitating the development of each individual’s
uniqueness within the context of the community, and linking
that uniqueness with the community purpose.
Therefore, under the virtual communities of practice model
of KM, the role of KM professionals is not so much to aid in
capturing and distributing knowledge, but to create conditions for its generation and dissemination. This is achieved
by enabling community interactions, by promoting conditions for an open exchange of ideas and information, by
creating time and space for exchanging stories and expertise, and by supporting innovative thinking.
During the dialogue at A-Park, Dato’ CKO also stressed that
management ought to adopt a more open-minded stance
with regard to ideas, views and queries from staff.
The same research indicates that participants view their
communities as providing spaces for joint generation of new
knowledge, not just for exchanging existing knowledge. Understanding the dynamics of interactions occurring in these
virtual spaces, and helping the participants to unleash their
creativity should be an important role of KM professionals.
Since the phenomenon of virtual communities is new and
largely unexplored, one of the tasks of KM practitioners
should be to study the spontaneously emerging new forms
of informal learning, and knowledge generation in virtual
communities of practice, and identifying what needs to be
done to facilitate this learning, again without imposing artificial restrictions, without inhibiting the spontaneity of these
informal interactions.
HCM Group is experimenting with a new knowledge-based
wave of change. If the conditions are right, there is no reason for those who really contribute not enjoying the resultant benefits.

Mano is currently HCM Engineering’s English Trainer. He has been with the company for four years.
Previously he had served Jabatan Kerja Raya for 31 years. He enjoys reading on current international and local affairs.
Mano lists Jeffrey Archer and Frederick Forsyth as his favourite authors.

HCM GROUP’S KM JOURNEY : HIGHS & LOWS
by Manoharan

H

CM Group’s KM journey received a jolt when Ms.
Eunice Lee, the former KM Team Leader resigned
from the company on 2 August 2006. Hardly two
months later, it received another blow when KM Executive,
Pn. Norazizi Mamat resigned on 15 September 2006.
Even so, as pledged at the launching of the Group’s KM
journey on 31 October 2002, whatever happens, the KM
journey will move on. So, on 20 November 2006, Dato’
Hasnur Rabiain Ismail revamped the set-up and established
the KM Steering Committee (SC). Dato’ Hasnur himself
acted as HCM Group’s Chief Knowledge Officer (CKO).
Subsequently six Working Committees were also formed.
With Dato’ CKO’s leadership and the overall direction
provided by the SC, the working committees are entrusted
with the smooth implementation of Practice of Knowledge
Management (POKM) activities at HCM Engineering and
Roadcare (M) Sdn. Bhd.

participants.
• “ In Search of Words“
“In Search of Words“ from the word “ KNOWLEDGE “ was
held on 20 April 2007 and about 23 staff participated. The
top winner was able to form 111 words.
The Winner received : RM150.00
2nd placing
: RM100.00
3rd placing
: RM50.00
• “I share“ session
During this K-sharing session, staff could freely share their
knowledge and experiences for the benefit of all participants. It was scheduled on 18 April 2007. However, to our dismay, only two participants responded and it was shelved.
• “Story Writing“
Another English orientated exercise for staff to test their writing skills was held on 31 May 2007. However, just like the “ I
Share“ activity, only two staff members participated.

IMPLEMENTATION OF KM INITIATIVES:
SC MEETING ON POKM IMPLEMENTATION
Twelve SC meetings were held this year to give fresh impetus to HCM Group’s KM Journey.
K-CHAT SESSIONS
It is a platform where both internal and external speakers
share their knowledge and experiences on topics of their
choice with staff. The following were the three speakers so
far this year:
En.Mohd Azman Yaacob, General Manager, Contracts and
Technical spoke on “Experiences in Overseas Ventures “ on
26 January 2007
Tn. Hj. Mhd Najili Sojo, Chief Operating Officer, Roadcare
(M) Sdn Bhd dwelled on “ Working Experiences in the Public
and Private Sector “ on 15 June 2007.
On 28 September 2007, Ustaz Ahmad Arifin Sapar gave a
tazkirah on Ramadhan & Penghayatan Doa.

• “Role Play“
As a fun way to promote interest in the language, “ Role
Play “ session was scheduled on 8 June 2007 whereby participants would act a certain character of their choice.
Here too there was no participant.
• “Reading Arabic Text“
With HCM presently venturing into overseas market, especially in the Middle East, it is an asset for the staff to know
Arabic. In view of this, teaching Arabic to staff commenced
since 2006. As a test on their ability to read Arabic script, a
“ musabaqah “ was held on 22 June 2007. Nine staff participated.
Top winner received : RM50.00
2nd placing
: RM 30.00
3rd placing
: RM20.00
Consolation prize of RM10.00 each was given to all other
participants
KM TRAINING
• Certificate in Knowledge Management (CIKM)
En. Azian Baharuddin, Manager, Human Resources attended a 5-day CIKM training programme at JT Frank Academy
Sdn. Bhd from 2 to 6 July 2007. Subsequently En Ronizailani
Abdullah, MIS Exec - HR, followed suit. He attended the
same training from 20 to 24 August, 2007.
• Developing K-Workers In a K-Based Organization
Ms. Eunice H L Lee of HCD Consulting Sdn. Bhd conducted
a two-day course to all Steering Committee and Working
Committee members on “ Developing K-Workers in a KBased organization “ on 11 and 12 June 2007 at Kelab Darul
Ehsan.

Listening attentively to COO’s K-Chat

FOREIGN LANGUAGE DEVELOPMENT PROGRAMMES
(ENGLISH COP)
• “Story Telling“ session
Participants read pre-prepared articles in English to the
audience. It was held on 23 February 2007.
The winner received : RM50.00
Second placing
: RM30.00
Third placing
: RM20.00
Consolation prize of RM10.00 each was given to all other

• The JT Frank POKM Conference 2006 & 2007
Ten HCM K-Champs attended the conference on 5 December
2006. The three MEKO 2006 Finalists - Information Resources
Management Division, MARDI; Sunway’s IT Shared Services
Centre and Petroleum Management Unit, PETRONAS - shared
their respective KM practices.
Five SC members attended the 3rd edition in Desember
2007. Kontron bagged the 1st placing followed by INTAN.
K-PORTAL
The K-Portal, as an enabler in the practice of knowledge
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Cover Story
management came into being in June 2005. Relevant KM
information is placed in the central repository and is available at all time for staff to access.

staff can also practise creative writing and copywriting.

During the initial stage there was not much enthusiasm in
accessing the portal. However, it has picked up a little with
a few staff regularly contributing articles and news items.
Still, there is room for further improvement.

The K-Preservation COP was formed in July 2007.

COMMUNITIES OF PRACTICE (COPS)
Cultivating COPs in strategic areas is a practical way to
manage knowledge as an asset in an organization. In line
with our POKM journey, the following COPs have been
formed thus far:
i. English COP
ii. Writing COP
iii. K-Preservation COP
A new Contracts COP is also in the pipeline.

• K-PRESERVATION COP

The first gathering on 23 July 2007 formalized the Living COP
Principles to systematically capture tacit knowledge from
specialists and those leaving the HCM Group.
So far five interviews - viz two exit interviews by HR and three
knowledge preservation interviews by SFU - with staff leaving the HCM Group have been conducted. A number of key
staff members have also been identified to be interviewed
as scheduled.

• ENGLISH & ARABIC COP

KM AWARENESS SURVEY
The KM Awareness Survey Form had been distributed to all
staff to determine the current KM awareness among staff in
the Group.

Originally known as the English COP which was formed
in 2006, it was enlarged in 2007 to include Arabic.

The feedback received would be used to better plan KM
activities and develop K-workers within HCM Group.

Members have been meeting regularly to discuss various
issues affecting implementation of English and Arabic language programmes in the Group.

HODs’ DIALOGUE WITH CKO
As a prelude to the 2007 roadshow, about 50 HODs, managers and assistant managers attended a special dialogue
with Dato’ CKO at “A” Park on 8 August 2007.

• WRITING COP
The writing COP was formed in July 2007.

Probably the biggest and most important KM event for the
Group thus far this year, HODs pledged their total support
for the KM journey.
KM AWARENESS ROADSHOW
Following the above dialogue, four SC members, En. Shukri,
Pn. Pauziah, Pn. Jaliha and En. Azian, conducted KM Awareness roadshow covering all of HCM Group in Peninsular Malaysia from mid August to mid September 2007. During the
roadshow, staff were briefed on the company’s aspiration to
have 100% K-workers and of become a Knowledge-Based
Organization (KBO) by 2011. They were joined by En Ronizailani in some of the venues. Mr Mano, who was on leave in
August, attended two sessions in September.
POST-ROADSHOW MINI-CONFERENCE
It is scheduled to be held next year. Dato’ CKO will preside
the session with about 50 HCM and Roadcare
second-liners.
K-DIRECTORY
It is a compilation of staff profile relating to their educational background, skills and interests. The “ Members’ Profile “
forms were given to all the staff during the KM Roadshow.
Once it is ready, the K-Directory will enable the staff to appreciate who knows what and who is interested in what.
Such a directory is expected to facilitate interaction and Ksharing within the Group.

First K-Preservation COP and Writing COP meeting in progress.

The first gathering on 23 July 2007 formalised the Living COP
Principles and scheduled/planned activities through which
members could further improve their writing skills.
To enhance writing skills among staff, an online forum,
www.createforum.com/writingcop was created. Staff can
learn about basic English words and grammar rules, get writing tips, practice writing a phrase, a sentence, a paragraph
and a story/ an article and get friendly feedback. Besides,
6
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LANGUAGE KIT
About fifteen (15) selected staff will be interviewed to gather information on how they picked up a second language.
Based on their experiences, these tips will be compiled into
a booklet (Language Kit) and will be given to all staff, widening their options on how to successfully approach a second language.
INCORPORATION OF KM CRITERIA IN PERFORMANCE APPRAISAL
The Annual Performance Appraisal Form has been re-designed to incorporate the 6 key competences (innovative
thinking, intellectual, self-driven, collaborative, proactive
and emotional intelligence) to emphasise the importance
of K-workers in our KM journey. The Appraisal Form, if approved will take effect next year.

KM Link
PSYCHOLOGY AND KNOWLEDGE MANAGEMENT
By Ariff Awang

K

nowledge management is a new management
buzzword.

The explosion of information and communication technology
(ICT) in the new millennium has redefined the way we think
and perceive about almost everything in life. Whether or not
knowledge management is the consequence and result of
the knowledge-based economy or k-economy, which goes
hand in hand with ICT boom, knowledge management,
k-economy and ICT look set to flourish as the clock ticks towards the future.
So where does this word “psychology” fit in into this knowledge management area?
Knowledge management can be defined as a range
of practices used by organisations to identify, create,
represent, and distribute knowledge for reuse, awareness,
and learning across the organisation, with a view to sustain
competitive advantage.
Psychology is the science of understanding people. The
goal of psychology is to understand how people think, feel
and behave. Consequently, understanding people can
help to create best practices in the management and
development of people for optimal organisational
per formance and productivity.
Thus psychology, as a part of the overall body of knowledge, if properly disseminated, promoted and practised,
can play an important facilitating role in knowledge management’s efforts to enhance organisational effectiveness
and efficiency.
We will look briefly into some of the roles that psychology
can play to enhance organisational development. In truth,
all these functions are best elaborated by professional psychology practitioners who have better understanding and
experiences in this field. Nevertheless, for the sake of sharing knowledge, perhaps I shall try to explain it in a simpler
way so that we can at least get a general picture and some
ideas on the subject.
How to apply psychology to identify and place talents
This is the area of personnel selection and placement,
which is both shared by industrial and organisational psychology as well as human resource development and management.
There are two distinct levels in identifying and placing the
right person at the right place in the organization, viz the
entry level as well as for development and promotional
purposes. At the entry level, the objective is to identify the
right prospective candidates to fill job vacancies, while the
functions of the development stage is to look for the right
staff with the potential to further excel in the organisations.
Theoretically for both levels, there are various methods,
which can be applied. For example, a company can use
psychological testing which is still rarely practised by many
organisations in Malaysia.
Basically, there are three types of psychological testing:
general mental ability or IQ test, personality or EQ test and
aptitude test.
How to apply psychology in dealing with conflicts at the
workplace

once it happens there, it could affect the performance of
organisations in some ways if these are not contained accordingly. From a psychological point of view, conflicts at
workplace could happen due to work pressure, among
employees, between higher and lower level personnel, personal and family conflicts, or conflicts within oneself. The degree of seriousness of these conflicts varies across situations,
time and places.
The bottom line is to create awareness among the employees on the subject through various formal and informal
channels. By inculcating awareness on conflict and conflict-resolution, a company can become a more harmonious workplace.
How to apply psychology to change the hearts and minds
of people
Changing the hearts and minds of people prove to be one
of the toughest jobs. Though possible, the art of persuading people to change, especially in hearts and minds, if not
done cautiously, could be really challenging. Nonetheless,
the role of psychology in changing people is by providing
some knowledge about human nature and psyche so that
we can better understand human hearts, minds and behavior in a more scientific manner. This knowledge can be a
stepping-stone to positively exploit the strengths and weaknesses of human beings in order to make them change for
the betterment of themselves and the organisation.
How to apply psychology to create a culture of thinking
leadership
Leadership from the perspective of psychology is generally
focused on two aspects. Is the leader more people-oriented or job-oriented, or something in between? Many early
theorists such as Fiedler, House, Hersey-Blanchard, Burns
and others have centered and evolved their discussions on
these two angles.
One of the latest theories of leadership in organisational
psychology is transformational leadership. Transformational
leaders appeal to followers’ ideals and moral values and inspire them to think about problems in new or different ways.
Leader behaviours used to influence followers include vision, framing, and impression management.
Vision is the ability of the leader to bind people together
with an idea. Framing is the process whereby leaders define
the purpose of their movement in highly meaningful terms.
Impression management is a leader’s attempt to control
the impressions that others form about the leader by practising behaviors that make the leader more attractive and
appealing to others.
Unlike transactional leadership, which assumes that people
are motivated by reward and punishment and which is associated with “telling” style, research indicates that transformational leadership, with its “selling” style, is more strongly correlated with lower turnover rates, higher productivity,
and higher employee satisfaction.

“Human beings, who are almost unique in having
the ability to learn from the experience of others,
are also remarkable for their apparent
disinclination to do so.”
- Douglas Adams

In real life, conflicts do not only occur at the workplace. But
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member of the Malaysian Institute of Management (MIM) and Institute of Marketing Malaysia (IMM), Shukri Rahman
section header Ahasgoes
been thehere
Editor of K-Connection since the beginning. After many years of writing and vigorous note-taking, he has of
late been more active in networking and public speaking. Shukri also enjoys playing with colour and using the mind-mapping
technique.

WHO SAYS KM IS A NO-GO?
by Shukri Rahman

H

CM’s inaugural POKM Conference 2006 was well-attended by both internal and external participants. After making their individual presentations in the morning, the panel members - Petronas’ Puan Che Zan, Sunway
City’s Mr Vincent Quah, Kontron Manufacturing Services’
En Mohd Rozalli Majid, MARDI’s Dr Kamarudin Saadan and
HCM Enginering’s En Mohd Nasir Hassan - duly responded
to enthusiastic questions from the floor, in the afternoon
Q&A session chaired by Puan Marina Jaal. Acknowledging
constraints in KM journeys, they nevertheless enlightened
the audience that KM is both necessary & practical.
Excerpts...
On K-sharing and disclosing inside information and trade
secrets ....
Puan Che Zan (Petronas)
Community of Practice (COPs) in Petronas is more about
the practice within the company and not much to do with
inside secrets involving third parties. Also the Petronas Sharing Contract (PSC) gives Petronas Management Unit (PMU)
an advantage as the regulator. We invite Shell, Murphy and
others to share their knowledge with us. It is okay if it is done
on a one-to-one basis. With other contractors, this has not
been done because of competition. In other words, it depends on who and what. On common projects, they will
collaborate, otherwise we don’t talk to one another. Yes,
there is a limitation. In short, internally we collaborate but
externally we compete.

Che Zan
It is not a problem to share within the PMU. Even in Exploration and Production (E&P), PMU and Carigali, we use Teamspace as collaboration tools, which include rooms and
folders. We also talk to one another between departments
such as between audit and procurement, and with other
companies like Shell and Murphy.
From this, we therefore create a functional COP and within
the function, the staff members bring back knowledge and
put it into Teamspace. They don’t know about rewards, but
it will be provided at the end of the year by giving them all
the surprises in a form of recognition.
Dr.Kamaruddin (MARDI)
Mardi is scattered with its HQ in Serdang, plus 31 research
stations all over the country. Thus the best way to share
knowledge is through information and communication
technology (ICT), and in Mardi’s case, via e-forum.
E-forum serves two purposes, first as a general forum in
which staff can pose questions and somebody will respond.
The other is as a hub for specific knowledge. It has limited
access but it is useful for brainstorming. Among the features
of e-forum is that it publishes most forums or issues discussed.
For example, questions on how to raise productivity. Statistics
will also show how many responses have been achieved.
The forum can also serves as an indirect encouragement.

On sharing with external parties ....

On coaching and mentoring ....

Rozalli Majid (Kontron)
Competitor benchmarking was outlined by the National
Productivity Corporation. It has established ground rules for
cooperation regarding what can or cannot be shared with
external parties. The company itself has to work on scope
and formula.

Dr.Kamaruddin
Many Mardi researchers are now approaching the retirement age. If we do nothing now, by 2007-08, nearly 70 per
cent of research scientists will be gone. Only 30 per cent will
be left with various specializations. Since it takes five to six
years to build a research team, mentoring process is important. This can be done by scanning expertise database.

For example, for internal competition, Kontron provides incentives for winners. The company’s high performers (top
20%) are sent for Six Sigma training. The 17 Six Sigma teams
will then compete to gain their respective bronze, silver or
gold classifications.
One of the best-known methods is to put it on paper and
share the reward. Put it in the front page to encourage people, employees as well as family members. What are the
benefits? People participate when they gain - “what’s in it
for me?,” - a win-win situation.
Vincent Quah (Suncity)
Knowledge sharing is not necessarily from tacit to explicit.
There are many ways. The common way is to set up database with the motto “please submit your knowledge.” Initially problems would arise because knowledge is power
- “Why should we share power?” One way to overcome this
is to reward and recognize.

8

done.

It can also be used to match new recruits although it is quite
a difficult task. This is due to the fact that disciplines in agriculture are quite wide with 60 to 70 specializations and subspecializations. Sometimes it is quite difficult but we have
done up to a certain level. We have started but we are not
yet fully automated. We still rely on face-to-face method.
Vincent Quah
Succession planning has been initiated in recent development because of a similar problem of senior managers approaching retirement age. Some jobs have no successor.
Knowledge goes if people were to leave and productivity
will be affected.

Also there are many ways, and times too. In meetings and
discussions, we do this a lot, except that nobody makes the
recording. At Sunway City, in meetings or brainstorming sessions, we record what has been discussed (tacit to explicit),
except not through K-submission database.

What we do is, first we identify “hot” jobs that are related
directly to profit and loss. It also includes job which needs a
lot of experience and very expensive to get replacement or
jobs in specialised field such as engineering and marketing.
Whenever any people within the organisation can succeed,
he or she will be designated as possible successor. Prior to
that, the prospective successor may become a mentee or
mentoree, probably to the head of department. If there is
no successor, we have no choice but to appoint new candidates or buy services. It is a very formalized initiative.

Secondly, we broadcast or publicise who are the experts
in what areas. In response people call, join discussions
and send questions. Eventually all these things have to be

On how to overcome obstacles in implementing KM and
differences between government and private sector approaches ....
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Che Zan
For implementation, people are the most important factor.
At the same time, people are also the biggest obstacle.
With new initiatives and products, still there are some resistances. KM is seen as a waste of time when we have core
functions to do such as billions of US dollars to drill in deep
water to get billions of barrels. But the question is, can you
sustain it tomorrow?

edge effectively. Self-driven Innovative K-Professional (IKP)
is much more than just submitting knowledge.

Therefore we start moving and collaborating without delay. PSC experts raise knowledge. Give the management
more than you promise. Slowly open their hearts and minds
through promotions and campaigns. Talk again and again.
COP projects after completion needs continuity. In short, it
needs a lot of convincing and guts, patience and passion.

Recognition is also tied down to performance level. In
Petronas, we use triple plus points, which include leadership
dimensions.

Dr.Kamaruddin
Attitude is the determining factor. Convince them on KM
benefits. Once convinced, there should be no problem.
It also needs a paradigm shift. People think knowledge is
power especially for specialised work. It is also tied to rewards. Even though in government there are limitations,
non-monetary rewards and awareness are important, plus
stick - some sort of coercion. Strong champions need to
push a little bit at this stage.
Vincent Quah
Acompany can only do so much. You can lead the horse
to the water, but what if it doesn’t want to drink ? Sooner or
later, it will die of thirst. Attitude is embedded in culture. Use
the stick quite subtly. Performance appraisal form should
clearly state contribution to KM, number of K-submissions
plus improvements which have been made. Also take into
account bonuses, increment and promotion. The bottom
line is this: “In a very competitive environment, if the person
is not for the company which wants KM, then he or she is
against the company and will not survive very long!”
Rozalli Majid
The most important thing is the top management first. We
should have first pilot project for a department as a model.
Then show the evidence of success story.

Che Zan
The value of knowledge is a subject matter of experts.
Whether known, new or copied knowledge, we will give
points, but not in monetary form because the staff are already paid well in Petronas.

From one angle, knowledge sharing happens from higher
to lower level. The more you share the more plus points you
get in performance appraisal. Leadership is also assessed in
performance appraisal where rating is given. Bonus will be
given to good leaders for sharing and mentoring.
Mohd Nasir Hassan (HCM)
Knowledge is everywhere. The only thing is how to capture
it. We don’t really believe in reward. Of course at the end
of the year, the management will recognize, but culture is
more important.
What is practised everyday is knowledge. As long as everyone is comfortable and willing to contribute, money is not
an issue.

Conference organizing committee members with Dr. Frankie Ow

On how do you measure recognition ....
Rozalli Majid
Provide scorecard, scope and definition for rewards. The
committee agrees to reward. For a German firm: “Anything
that gets measured, gets done.”
Che Zan
Measure progress and impact. Drive KM culture and provide KM platform to make people willing to collaborate in
the KM journey. We started in 2003 and are still quite young.
Petronas measures more on number of progress and sharing.
For K-repository: we observe who normally goes in, shares,
ask questions and so on. Those who participate actively will
be role models. KM is very much aligned to businesses. It
is not out of the blue. A lot of knowledge can be put into
the system. For instance, technology for shallow water and
global expertise.

A section of the audience at the conference

Vincent Quah
Suncity actually pays for knowledge when they submit
knowledge sets. The MD himself heads the K-review committee. We hold regular meetings and decide on the money
value. The organisation differentiates between innovative
knowledge and just “cut and paste” contribution.
We recognize people who submit knowledge but somehow
forget people who use knowledge. When they use correctly, productivity will increase, thus people should use knowl-

Left to right : En. Nasir, Pn. Che Zan, Dr. Kamaruddin, Pn. Marina,
Mr. Vincent Quah and En. Rozalli
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former FR5 Construction Manager and present Project Manager, Institut Perguruan Pulau Pinang,
section header Ismadi
goesAhmad,
here
graduated in Civil Engineering from California State University. He has been working for 10 years, the last six of which was
with HCM Engineering. His motto is “ I am part of solution”. When he gets the chance, Ismadi is into badminton and soccer.

LESSONS IN STOCKPILE AREA MANAGEMENT
From the File of FR5 Project
by Ismadi Ahmad
INTRODUCTION
Stockpile is crucial in any premix, chipmix, wetmix plant or
quarry operation.
A suitable location with a proper and strong foundation is
essential. The underlying soil has to be assessed properly
by technical experts. It is very important that this is done
prior to the start of operation in order to prevent any accident or disaster, which can eventually be very costly to a
project. Depending on the types of soil, various treatments
to strengthen the foundation at stockpile areas have to be
carried out.

area / properties. This will prevent potential damages
claim by third parties should a failure occur.
With proper consideration, adequate study and assessment, a stockpile area should not cause any problem to
a project. This will indirectly save money from unnecessary
remedial works and delay cost or damage claim made by
a third party. In the end, project management will become
more efficient.

BACKGROUND
The FR5 stockpile area was located within Project Site Office at Sg Gulang-Gulang, Tg Karang. The type of soil underneath the stockpile area is peat soil, lying on very soft
marine clay. Due to its close proximity to the sea, the water
table is very high.
The stockpile area was partially treated with lime to a depth
of about 300mm in order to improve its strength and about
0.5 meter of suitable fill was laid to form the platform.
During operation, it was observed that the crusher run stockpile area had “settled” due to its heavy load. Moreover, its
location had high water table. The “settlement” caused
the underlying soil to fail and triggered the opening of a
big crack line surrounding the stockpile area. The settlement also displaced the soil underneath the stockpile and
caused the adjacent soil to uplift (vertical displacement).
About 40 meter by 40 meter adjacent land was also affected by the vertical displacement. The approximate height
of soil lifted was about 1m to 2m. Approximate volume of
displaced soil was 2000 m3. There were some planted coconut, oil palm and banana trees etc within the affected
area. Following the soil upheaval which disturbed or damaged their roots, some of the trees consequently died off.
Please refer to the schematic diagram and photographs
DAMAGES
As a result of the failure at the stockpile area, the following
consequences had to be borne by the project:
1. About 2,000 metric tones of crusher run was estimated
to be lost inside the ground due to the settlement.
2. Delay to the operation - KMA production and subsequent delay to work at site.
3. The cost to remove the surrounding up-heaved soil.
4. The cost to reposition and reset the disturbed KMA
plant.
5. Damage claim by adjacent landowner (third party
claims/damages).
CONCLUSION
Some considerations before establishing a stockpile:
1. The soil type has to be identified and assessed. If necessary, undertake ground treatment to strengthen its
bearing capacity.
2. A perimeter drain should be constructed surrounding
a stockpile area in order to control the drainage problem. Without perimeter drain, the ground underneath
the stockpile will be saturated with water causing it to
be weakened.
3. Location of stockpile should not be near residential
10
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Photo A - View of the stockpile

Photo B - View of the up-heaved soil

Lessons Learned
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section
header
goes here
English
K-Initiative

STORY TELLING CONTEST
by Ariff Awang

A

s a part of its ongoing effort to enhance the use of
English language among its staff, HCM Engineering
(M) Sdn Bhd, once again organised a story telling
competition among its staff. This biannual event was held
at the conference room of Roadcare (M) Sdn Bhd on 23
February 2007.
Five contestants from various companies within Protasco
took part.
Adiratna Wira Adnan from MARECO was the overall winner. Azlena Mohamed Amin from Overseas Department
was the first runner up while Mariam Jamilah Mohd Isa from
Protasco Trading took the third spot.
The fourth and the fifth placing went to Mohd Affandi Mohd
Salleh and Suryanti Ahmad Sabri respectively. The former is
from C&H Engineering Consultant Sdn Bhd and the latter
is a staff of HCM Engineering, working at the Facilities and
Services Support Unit.
Originally there were supposed to be six contestants altogether. However, at the last minute, one of them, Norafizah
Abdul Rashid, an administration staff from HCM, had to pull
out.

12
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For Adiratna, the competition was a farewell gift to him as it
was his last day with the company. Speaking on selling and
buying shares, he stirred a short debate among those who
were present. The second winner, Azlena, presented a story
about one man’s prayer to God, with a bit of philosophical and inspirational touch and seemed to speak from her
heart.
Mariam Jamilah, the second runner up, on the other hand,
narrated quite an imaginative story of a myth from folk tale
classic, “The Beauty and The Beast.” Mohd Affandi recalled
his earlier experience with the company and all the sweet
moments and adventures that he went through. Suryanti, in
her presentation, reminded the audience about the fatal risk
of taking slimming pills. She cited a recent news concerning
the death of a woman who had wrongly taken the pills.
The judges for the competition were Encik Azian Baharuddin, HCM Engineering’s Human Resource Manager, Mr
Manoharan, Language Executive from HCM Special Functions Unit and Encik Ariff Awang, writer from the same unit.
Scores for the participants were calculated and verified by
Puan Latifah Mohd Yusof and Puan Ayunni Kunyi Mohd. Encik Manoharan was also the emcee for the event.
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Azian Baharuddin
section header En
goes
here is HCM Engineering’s Human Resource Manager. Married to a Quantity Surveyor, he used to be a rugby
player for Kedah’s Sultan Abdul Hamid College and Kedah Schools’ Sport Council. Nowadays he enjoys go-karting, ice-skating
and archery.

UNDERSTANDING STRESS & WORKPLACE STRESS
by Azian Baharudin

S

tress is normal. Everyone feels stress related to work,
family, decisions, your future, and more. Stress is both
physical and mental. It is caused by major life events
such as illness, the death of a loved one, a change in responsibilities or expectations at work, and job promotions,
loss, or changes.

•

Smaller, daily events also cause stress. This stress is not as apparent to us, but the constant and cumulative impact adds
up to a big impact. In response to these daily stresses, your
body automatically increases blood pressure, heart rate,
respiration, metabolism, and blood flow to your muscles. This
stress response is intended to help your body react quickly
and effectively to any high-pressure situation.

All of these and other issues impact on your ability to manage workplace stress and change, to continue to function
productively. It is important to recognize that people who
are experiencing serious stress and change may not be capable of performing exactly as they have in the past.

However, when you are constantly reacting to small or
large stressful situations, without making physical, mental,
and emotional adjustments to counter their effect, you can
experience stress that can hurt your health and well-being.
It is essential that you understand both your external and
internal stress-causing events, no matter how you perceive
those events.
Stress can also be positive. You need a certain amount of
stress to perform your best at work. The key to stress management is to determine the right amount of stress that will
give you energy, ambition, and enthusiasm versus the wrong
amount which can harm your health and well-being.
IMPORTANT STRESS CAUSING ISSUES, CHARACTERISTICS
AND TRAITS
While each person is different and has different events and
issues that cause stress, there are some issues that almost
universally affect people. These are the stressors you most
want to understand and take measures to prevent.

•
•
•
•
•
•
•

Feeling out of control,
Feeling direction-less,
Guilt over procrastination or failing to keep
commitments,
More commitments than time,
Change, especially changes you didn’t initiate or		
institute,
Uncertainty, and
High expectations of self.

WHAT AFFECTS YOUR COPING WITH STRESS SKILLS?
During times of stress and uncertainty, you can anticipate
some predictable issues, problems, and opportunities. For
instance, during any change, members of an organization
have:

•
•

•
•
14

Different ways of regarding change. Some people have
difficulty accepting and adjusting to change and uncertainty; others will relish the changes and view them
as great opportunities. Some people initiate change;
others prefer the status quo.
Different amounts of experience and practice in stress
management and change management. (What is
devastating to one individual may excite another or
only mildly irritate a third person.) Theoretically, people
become better at managing stress and change with
experience.
Some people need to “talk it out.” Others suffer silently.
Some find relief in complaining. Some talk and talk and
talk, but are not really supportive of the change. Others find ways to sabotage changes and undermine efforts to move forward.
Different levels of stress and change occurring in other
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areas of their lives.
During change, people will experience different impact from the current changes and stress producing
situations. They will also experience different types of
support from their spouses, significant others, friends,
supervisors, and coworkers.

Stress can cause physical, emotional, and behavioral
problems which can affect your health, energy, well-being, mental alertness, personal and professional relationships. It can also cause defensiveness, lack of motivation,
difficulty in concentrating, accidents, reduced productivity, and interpersonal conflicts. Too much stress can cause
minor problems such as sleep-loss, irritability, backaches,
or headaches, and can also contribute to potentially lifethreatening diseases such as high blood pressure and heart
disease.
During stressful times or situations, people often blame
themselves for being weak or for their inability “to handle
it.” Often managers in organizations do not understand the
normal progression of change or stress-producing situations
and they expect employees to immediately return to total
productivity after a stressful event. It doesn’t happen that
way.
STRESS RESULTS FROM CHANGE
People have deep attachments to their work groups, organizational structures, personal responsibilities, and ways
of accomplishing work. When any of these are disturbed,
whether by personal choice or through an organizational
process from which they may feel quite removed and uninvolved, a transition period occurs. During this transition,
people can expect to experience a period of letting go of
the old ways as they begin moving toward and integrating the new. When you consider stress in the workplace, understanding these components about stress, situations that
induce stress, and employee responses to stress, can help
you help both yourself and your staff to effectively manage
stress and change.
Whether or not we realize it each of us has within us the
ability to set some kind of example for people. Knowing this
would you rather be the one known for being the one who
encouraged others, or the one who inadvertently discouraged those around you?” --Josh Hinds
“When I dare to be powerful, to use my strength in the service of my vision, then it becomes less and less important
whether I am afraid.” -- Audre Lorde
“...the Law of Stress-Hardinesss...states that stress is not only
to be expected but preferred...we can and should develop
a positive, workable approach to stress management...
Think of it. The perfect no-stress environment is the grave...
When we change our perception we gain control. The stress
becomes a challenge, not a threat. When we commit to
action, to actually doing something rather than feeling
trapped by events, the stress in our life becomes manageable.”--Greg Anderson; The 22 Non-Negotiable Laws of
Wellness

Issue
section header goes
here
WHY ENGLISH?
Learn well, later we can learn more
by Manoharan

I

t is not new but it is important for us to get it right.

We have been hearing the same calls from many corporate leaders, educationists and politicians, that Malaysians
have to be proficient in English Language.
Why the shift in emphasizing the importance of English? Of
course the reasons are many but let us delve in just a few of
them and get the facts straight.
According to estimates, about 80% of international business communications are written in English and most of the
world’s trade and finance are transacted in the language.
Companies worldwide acknowledge the necessity of having an English speaking workforce.
It is the dominant language of Science and Technology,
especially Information and Communications Technology
(ICT). A great deal of information available on the Net is
also in English.
Even in sports, we find that English is the dominant language
used. Football is the world’s most popular game. We have
in Malaysia a huge number of fans following the English Pre-

mier league, the Spanish league, Italian Seria A and others. In all the live telecasts or otherwise, English is commonly
used in the running commentaries of these football games.
More than half of the newspapers in the world are published in English. In addition, thousands of magazines and
periodicals on various topics ranging from Health to Education, Engineering to Medicine are published in English.
More than anything else, it has brought the various people
of the world practising different cultures and speaking different languages to be able to communicate in one common language called English.
Protasco Berhad wants to be a successful global player. In
this regard, we are indeed very fortunate to have our Executive Chairman Dato’ Hasnur Rabiain Ismail, who foresees
the importance of English. Thus the Group has taken positive steps to raise staff proficiency in the language. Not only
that, he has even gone one step ahead by emphasizing
the learning of other languages like Arabic and Mandarin.
In fact, if staff members give their full commitment, French
could also be considered later.

Editor’s Note :
Please also see “English, Education and the Job Market” in Members’ Coner at www.createforum.com/writingcop

HCM GROUP’S ENGLISH TARGET
75% OF STAFF TO BE FLUENT IN
ENGLISH BY 2008
Countries Where English is Spoken
English is an official language or is predominantly
spoken in the following countries:
Antigua and Barbuda
Australia
Bahamas
Barbados
Beliza
Botswana
Brunei
Cameroon
Canada
Dominica
Ethiopia
Fiji
Gambia
Ghana
Grenada

Guyana
India
Ireland
Israel
Jamaica
Kenya
Kiribati
Lesotho
Liberia
Malawi
Malta
Marshall Islands
Mauritius
Micronesia
Namibia

Nauru
New Zealand
Nigeria
Pakistan
Palau
Panama
Papua New Guinea
Philippines
Rwanda
Saint Kitts and Nevis
Saint Lucia
Saint Vincent and the
Grenadines
Samoa
Seychelles

Sierra Leone
Singapore
Solomon Islands
South Africa
Swaziland
Tanzania
Tonga
Trinidad and Tobago
Tuvalu
Uganda
United Kingdom
United States
Vanuatu
Zambia
Zimbabwe

Source : http://geography.about.com/od/politicalgeography/a/englishcountry.htm
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ENGLISH WORD GAME
by Manoharan

M

uch has been said on enhancing English proficiency in the organization. With all the aclEnglish level courses and
other in-house training, staff at Protasco Berhad should now be well equipped to this challenge. This is an opportunity to show your prowess in the language.

Unscramble these six Jumbles to form six grammar-related words

U
S

E

N
L

O
A

N
U

U
C

S

R
S

L
E

P
T

A
E

L
N

Write your answers in these boxes

Please turn to page 19 for answers

His cartoon used to appear in Gila-Gila magazine. Former car salesman, Mohd Fauzi Abdul Aziz currently works
at Roadcare HQ as its Administration Clerk. He is very passionate when it comes to repairing or modifying
car audio system.
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RISING KM AWARENESS IN ASIA
by Ariff Awang

F

rom cradle to grave is the distance one has to endure
to complete his or her KM journey. Sounds a bit philosophical, isn’t it? Nevertheless, the encouragement to
seek knowledge has been well embedded in all cultures
since early civilizations. Confucian, Taoism and Sun Tzu were
early examples of Chinese wisdom teachings of more than
4,000 years ago.
The invention of paper and pen had further accelerated
the growth and spread of knowledge throughout the centuries. Until this millennium, the Information Age as a consequence of the post-industrial society facilitates the exchange of knowledge at real-time pace.
Enter Knowledge-based economy (K-economy), a shift
from production-based economy of the industrial era.
Knowledge management or KM is a part of this K-economy.
Although the term “Knowledge Worker” was introduced
by Peter Drucker over 40 years ago, the level of interest in
Knowledge Management (KM) and the Knowledge Worker
has only started to heighten in Asia over the past five to seven years, experts in the region say.
K-WORKERS IN ASIA
While some Asian countries are ahead in developing Knowledge Workers and others are aggressively catching up,
most countries share the common goal of moving towards
a knowledge-based economy. Experts agree that knowledge workers play a crucial role in helping Asian economies move forward.
Based on interviews with experts in the field, Adecco Asia
Pacific has come up with some views. Director of the Institute for Insights & Innovation, National Computer Systems
(NCS) Praba Nair, said knowledge workers create value
through their ideas, analyses, judgment, design, and innovations and adopt a lifelong learning attitude.
Waltraut Ritter of the Hong Kong Knowledge Management
Society said knowledge workers work with their brains rather
than their hands. For instance, an engineer may be able to
perform his job by following a clearly documented set of
instructions, but he would be more of a knowledge worker
if he applies his own knowledge and experiences to create
additional value to his task.

•
•
•

the Malaysian division;
“adapted” KM applications for local use through MNCs
-eg Motorola Corporate University as a model being
considered by Malaysian institutions, Siemens Sharenet
modified for use in an academic environment at Multimedia University.
“Homegrown” applications such as the KM blueprints
of various government ministries.
“Enlightened” companies such as HCM Engineering,
Petronas and Kontron.

Cultural/social aspects specific to KM in Malaysia.
FACTORS THAT HELP
People are getting more and more comfortable with
ICT
• The government’s commitment towards human capital
development and first-class mentality
• Rapid growth of electronic and related industries.

•

FACTORS THAT HINDER
• The culture of ‘wait-and-see’ (research evidence of intentions)
• Many Malaysian companies like to rely on the Government (request for funding, implementation grants, free
training etc.)
THE FUTURE OF KM IN MALAYSIA
• Realisation that KM isn’t a ‘new’ thing. Many already
have had some experiences with its processes/approaches.
• A more conscious approach will have to be cultivated.
• Malaysia has an advantage as a slightly late starter
that some of the over-expectations and management problems with data warehousing for example are
known here and may well be avoided.
• Working towards a more focused approach for different sectors of industry with particular emphasis on
good enough platforms for SMEs.

Knowledge workers must be able to convert their intuition
into explicit knowledge that can be shared and turned into
new opportunities, explains Paul Yeung of the Management
Development Centre of Hong Kong.
Ritter said that there is no fixed way of developing knowledge workers in organisations, as every worker has his own
knowledge capacity and capabilities. Rather, employers
should provide a stimulating environment where all workers
can thrive in exercising their individual creativity and thinking processes. Ritter proposes that more companies look
into incorporating knowledge management abilities in employee performance appraisals and training needs.
To further develop knowledge workers in Asia, employers
need to be culturally sensitive and gradually promote a culture where information sharing is a norm.
KM IN MALAYSIA
The most common KM approaches in Malaysia are:
• ‘imported’ KM applications through the Multinational
Companies (MNC) (such as HP, Microsoft, etc.) where
their existing global KM approaches are adopted by

K - CO N N E CT I O N 2007

17

A knowledge networker, David Gurteen is the publisher of the Gurteen Knowledge Website, a free resource website of over
section Guest Writer
3,500 pages. An avid writer, speaker and facilitator, he is the founder of the Gurteen Knowledge Community, a network of over
10,000 people in 125 countries. David runs his own regular knowledge cafes in London etc and often facilitates knowledge
cafes for other organisations.

Guest Writer

WHAT MAKES AN EFFECTIVE KNOWLEDGE WORKER?
by David Gurteen

A

of KM from within. He added to be effective, K workers must
continuously talk to each other.

There were about five of us at our table and we started by
getting into a discussion about what were we talking about:
habits; skills; attitudes; behaviors; values; mindsets or what?
We decided quite quickly that we would run out of time if we
focused on these differences and decided just to brainstorm
everything without attempting to categorize them. This is the
list we came up with. As the others carried on a conversation - I just scribbled down the key attributes - here they are
- pretty much in the order they arose and unedited.

et us compare David Gurteen’s list with Total Quality
Academy (TQA)’s Islamic-centric personal attributes
which were derived from four major categories of
Siddiq (Truthfulness), Amanah (Trustworthiness), Tabligh
(Advocacy) and Fatanah (Wisdom):

t the Osney Media European Knowledge Management Thought Leaders Forum last year in London we
broke into several “discussion pods” to discuss topics
of interest. Earlier, I had proposed a theme of “What are the
habits of effective knowledge workers?” and was pleased
that this was one of the topics selected.

•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

connect people with people
connect people with ideas
are good networkers
do not follow the rules
have strong communication skills
like people
feel good about themselves
motivate others
are catalysts
ask for help
demonstrate integrity
are self reliant
open to share
are not afraid
are goal oriented
are able to identify critical knowledge
add value to the organization
have strong subject expertise in a specific area
network for results
trustworthy - can be trusted and trusts others
make decisions
are not insular
do not conform
push the boundaries
assume authority - ask for forgiveness, not permission
strong belief in the value of knowledge sharing
are informal active leaders
take a holistic view
are catalysts, facilitators and triggers
good listeners - they listen first
do not need praise
see the wider picture
work well with others
do not have a ‘knowledge is power’ attitude
walk the talk
prepared to experiment with technology
playful
take calculated risks

An interesting set of attributes but by no means exhaustive.
Will be interesting now to analyze them and pull them into
some sort of structure and order. Seems to me though that
many of these attributes are ‘soft’ in nature and difficult
to teach or learn. How does someone learn ‘not to need
praise’ for example and just how important an attribute is
it?
Source: Gurteen Knowledge Weblog :
(http:// www.gurteen.com)
Editor’s Note : At a recent meeting in KL with David, he
stressed that individuals themselves have to see the value
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Knowledge workers are those people who have taken responsibility
for their work lives . They continually strive to understand the world
about them and modify their work practices and behaviors to better meet their personal and organizational objectives. No one tells
them what to do. They do not take No for an answer. They are self
motivated. - David Gurteen

L

Siddiq

•
•
•
•
•
•
•

Honest
Steadfast
Humble
Loyal
Patient
Upright
Pure

Amanah

•
•
•
•
•
•
•

Principled
Accurate
Transparent
Dependable
Analytical
Punctual
Factual

Tabligh

•
•
•
•
•
•
•

Knowledgeable
Communicative
Courageous
Rational
Assertive
Tireless
Proactive

Fatanah

•
•
•
•
•
•
•

Spiritual
Equitable
Open-minded
Intelligent
Judicious
Learned
Ethical

We can see at least a dozen or so similarities between
the two lists. TQA’s list is primarily meant to to assess
the vocational inclinations (preferences or interests)
of individuals working in teams or organisations. Its
attributes were chosen by a focused group comprising
20 respondents.
Source: Prophet Muhammad’s Leadership, A Cross
Application to Modern Management and Leadership
Practice, Ismail Noor, 1999, Utusan Publications &
Distributors Sdn Bhd.
A Knowledge worker is someone who gets to decide what he or she
does each morning. - Tom Stewart
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NOUN
Term in English grammar to identify places, things, persons and animals
VERB
Expresses action, events or state of being.
TENSE
Shows the time of the action or state expressed by the verb: past/present/future tense
PLURAL
That expresses a quantity “ more than one “ in English
CLAUSES
Plural for a string of words that contains a subject and a verb.
ADVERB
Word which describes a verb
Answers and Explanatory Note
...from page 16
Post-Roadshow KM Meeting in Kuantan
Arabic class at the K-Capital Centre

Prize Giving (English Puzzle)

KM Roadshow in Alor Star

KM Roadshow in Kuala Terengganu

Prize Giving (Arabic Script Reading Musabaqah)

Prize Giving (English Puzzle)

KM Photo Album

KM Committees/COPs

KM STEERING COMMITTEE :

Chief Knowledge Officer : Dato’ Hasnur Rabiain Ismail
Members :
: En. Mohd Nasir Hassan - Joint-Chairmen
: Tn. Hj. Mhd Najili Sojo - Joint-Chairmen
: Pn. Sofia Zakaria
: En. Mohd Shukri Abd Rahman - Vice-President/ Editor
: Pn. Pauziah Abu Kasim - Vice-President
: Pn. Jaliha Marjuki
: En. Azian Baharuddin
: Mr. Manoharan
KM WORKING COMMITTEES :
Talent Search Working Committee
Head : Tn. Hj. Mhd Najili Sojo
Members :
En. Mohammed Asrof Mohd Hussain
En. Husin Mamed
En. Mohd Zaki Bujang
IT Working Committee
Head : En. Mohd Nasir Hassan
Members :
En. Hazuandy Hassan
En. Ronizailani Abdullah
POKM Promotion Working Committee
Head : En. Mohd Shukri Abd Rahman
Members :
En. Hazuandy Hassan
En. Sharil Munir
En. Mohd Fauzi Abd Aziz
En Ronizailani Abdullah
En. Ariff Awang

Coaching and Mentoring Working Committee
Head : Pn. Pauziah Abu Kasim
Members :
Pn. Anizah Hasim
Pn. Norazizah Ahmad
Staff Development Working Committee
Head : Pn. Jaliha Marjuki (Roadcare)
& En. Azian Baharuddin (HCM)
Members :
Pn. Shamsiah Mat Piah
En. Zahirudin Hj Harun
Cik Norhadina Saadon
Pn. Raja Noor Azian Raja Shamsuddin
Pn. Noor Shahniza Abdul Ghani
Foreign Language Development Working
Committee
Head : En. Manoharan
Members :
En. Mohd Affandi Mohd Salleh
Pn. Ayunni Kunyi Mohd
Pn. Latiffah Mohd Yusof
Ustaz Ahmad Arifin Bin Safar - Special Invitation

We welcome more
volunteers to join
our committees and COPs

COMMUNITIES OF PRACTICE (COPs)
ENGLISH & ARABIC COP • En. Manoharan
• En. Mohd Affandi Mohd Salleh
• Pn. Ayunni Kunyi Mohd
• Ustaz Ahmad Arifin Sapar
WRITING COP • En. Mohd Shukri Abd Rahman
• En. Azian Baharuddin
• En. Ariff Awang
• En. Manoharan
• En Sancilan
20
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K-PRESERVATION COP
• En. Mohd Shukri Abd Rahman
• En. Azian Baharuddin
• En. Ariff Awang
• En. Manoharan

We welcome more
volunteers to join
our committees and COPs

KM Committees
KNOWLEDGE MANAGEMENT COMMITTEES
TERENGGANU REGION
Advisor
:
Leader
:
Secretary
:
Members
:
		
		
		
		
		

En. Rameli Ismail
En. Wan Ghazali Md Nor
Cik Faridah Akmal Ismail
En. Md Riza Mohd Shah
En. Muhamad Radzif Mat Hasan
En. Abd Mani Othman
En. Yusman Md Nor
En. Mohd Azri Mohd Nor
En. Wan Shairul Akbar Wan Muda

TERENGGANU AREA
Standing (from left to right) : Mohd Azri Mohd Nor, Yusman Md Nor, Faridah Akmal Ismail, Wan
Shairul Akbar Wan Muda, Wan Ghazali Md. Nor

KUALA TERENGGANU AREA
Leader
:
Secretary
:
Members
:
		
		
		

En. Md Riza Mohd Shah
Pn. Nor Halida Mat Ladzim
Cik Zainani Ramly
En. Abd Mani Othman
En. Hazmi Daud
En. Yusman Md Nor

KUALA TERENGGANU AREA

KERTEH AREA
Leader
:
Secretary
:
Members
:
		
		
		

Sitting (from left to right) : Mohd Radzif Mat Hasan, Rameli Ismail, Md Riza Mohd Shah

En. Muhamad Radzif Mat Hasan
Pn. Noor Sayanni Abd Ghani
En. Said Mohamad
En. Mohd Azri Mohd Nor
En. Ali A Rahman
En. Wan Shairul Akhbar Wan Muda

Standing (from left to right) : Hazmi Daud, Yusman Md Nor, Mohd Asri Hamzah

KELANTAN REGION
Advisor
:
Leader
:
Secretary
:
Members
:
		
		
		
		
		
		
		
		
		
		

En. Mohd Norli Md Saleh
Pn. Asiah Adam
Cik Noraida Daud
En. Suhaimi Mukhtar
En. Rizal Mohd Ghazi
En. Abdullah Sani Mustaffa
Pn. Mawarni Muslim
En. Sidek Ghani
Pn. Tn. Rohayu Tn. Lah
Cik Nurhasmad Yusof
Pn. Junaidah Ismail
Pn. Hasnah Harun
En. Muaz Ab. Zian
En. Rusli Derahman

Sitting (from left to right) : Zainani Ramly, Md Riza Mohd Shah, Nor Halida Mat Ladzim

KERTEH AREA
Standing (from left to right) : Ali A Rahman, Wan Shairul Akbar Wan Muda, Mohd Azri Mohd
Nor

KOTA BHARU AREA
Advisor
:
Leader
:
Secretary
:
Members
:
		
		
		
		
		
		
		
		
		

Tn. Hj. Paisal Abu Bakar
En. Azli Mohd Hashim
Pn. Nor Azlina Binti Semail
En. Hasrulnizam Mah Zukhi
Tn. Hj. Mohd Nawawi Ibrahim
En. Mohd Zaini Hassan
En. Mohd Nashir Saat
En. Wan Nor Azmi Hasan
En. Mohd Rudi Mohd Zin
En. Zakaria Sulaiman
En. Mohd Nasir Harun
En. Azmi Ab. Rahman
Pn. Hjh. Jamilan Janah

Sitting (from left to right) : Noor Sayanni Abd Ghani, Muhamad Radzif Mat Hasan, Said
Mohamad
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KM Committees
KELANTAN REGION

KUALA KRAI AREA
Advisor
:
Leader
:
Secretary
:
Members
:
		
		
		
		
		
		
		

En. Isa Mohd Zain
En. Azfian Abdul Aziz
Pn. Khalijah Mat Hussin
En. Wan Azmi Wan Yusoff
En. Nor Azmi Husain
En. Husaini Mohamad
En. Zainal Zulkifli
En. Muhammad Yusoff Mamat
En. Mohd Zameri Muhamad
En. Shukri Yusoff
En. Suhardi Suhaimi

Standing (from left to right) : Muaz Md. Zian, Asiah Adam, Tn. Rohayu Tn. Lah, Noraida Daud,
Nurhasmad Yusof, Junaidah Ismail, Mawarni Muslim, Hasnah
Harun, Rosli Derahman

KUANTAN AREA
Advisor
:
Leader
:
Secretary
:
Members
:
		
		
		
		
		
		
		
		

En. Zainudin Hamzah
En. Saiful Azman Taha
En. Mahadzir Saat
En. Ruzhan Sulaiman
En. Mustafa Shatar
En. Zulkifli Talib
En. Idros Saidi Marhasan
En. Zainuddin Mat Ali
En. Najmi Shariff
Pn. Norasliza Abdullah
Cik Norina Mustafa
En. Baidhawie Mohd Zin

Sitting (from left to right) : Sidek Ghani, Suhaimi Mukhtar, Mohd Norli Md Saleh, Abdullah
Sani Mustaffa, Mohd Rizal Mohd Ghazi

KOTA BHARU AREA
Standing (from left to right) (back row) :Mohd Rudi Mohd Zin, Wan Nor Azmi Hassan, Mohd Nasir Harun,
Zakaria Sulaiman
Standing (from left to right) (middle row) :Tn. Hj. Mohd Nawawi Ibrahim, Hasrulnizam Mah. Zukhi, Mohd
Nashir Saat, En. Mohd Zaini Hassan

MUADZAM SHAH AREA
Advisor
:
Leader
:
Secretary
:
Members
:
		
		
		
		
		
		
		

En. Mohd Suhaimin Ahmad
En. Mohd Zahiri Abdullah
En. Mohd Nordin Bakar
En. Hamdan Mansor
En. Azli Asri
En. Zainuddin Mohamad
En. Wan Zainuddin Wan Chik
En. Syed Hassan Syed Fadzli
Cik Nurul Aini Zahari
En. Nor Qarzani Fitri Ahmad
En. Herman Abd Wahab

BENTONG AREA
Advisor
:
Leader
:
Secretary
:
Members
:
		
		
		
		
		
		

Mr. Loh Kon Yoon
En. Hasnul Abdul Halim
En. Ab Aziz Mat Amin
En. Ahmad Faiz Shaharudin
En. Ahmad Nizam Musa
Cik Rosdiana Md Rasdi
Cik Norlizawati Abu Samah
En. Kamaruzaman Nong
En. Ahmad Zahari Jaafar
En. Mohd Hamirul Romli

Sitting (from left to right) : Nor Azlina Semail, Tn. Hj. Paisal Abu Bakar, Azli Mohd Hashim,
Jamilan Janah

KUALA KRAI AREA
Standing (from left to right) : Suhardi Suhaimi, Muhamad, Zameri Muhamad, Zainal Zulkifli
Mohd Noor, Muhammad Yusoff Mamat, Husaini Muhamad,
Shukri Yusoff.

Sitting (from left to right) : Nor Azmi Husain, Khalijah Mat Hussin, Isa Mohd Zain, Azfian
Abdul Aziz, Wan Azmi Wan Yusoff.
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TEMERLOH AREA
Advisor
:
Leader
:
Secretary
:
Members
:
		
		
		
		
		
		
		

En. Zoolamali Bin Yusoff
En. Mohd Ashadi Bin Rosli
Cik Azizah Binti Abdul Mutalib
En. Shamsul Azlan Bin Shrifuddin
En. Sarimin Bin Nong Chik
En. Haidilnizam Bin Mat Ali
En. Zahabar Sulaiman
En. Sahizam Said
En. Ishamuddin Ali Napiah
Pn. Masnah Aiza Moit
En. Mohd Sharul Saedon

KUANTAN AREA
Standing (from left to right) : Ruzhan Sulaiman, Zainuddin Mat Ali, Mahadzir Saat, Zulkifli Talib

RAWANG AREA
Advisor
Leader

:
:

Secretary
:
Members
:
		
		
		
		
		
		
		

En. Razali Bin Talib
En. Raja Ram A/L KV Ramasamy
En. Salih Ab Samad
En. Azman Md Shariff
En. Sharudin Marjuki
En. Zulkafli Ismail
En. Shamsuddin Deran
En. Rahim Ahmad Sarbani
En. Zainudin Azaha Deraman
Pn. Zaiton Sadri
En. Eddie Aswad Mohd Noor

Sitting (from left to right) : Norina Mustafa, Saiful Azman Taha, Zainudin Hamzah, Norasliza
Abdullah

MUADZAM SHAH AREA
Standing (from left to right) : Wan Zainuddin Wan Chik, Hamdan Mansor, Zainuddin Mohamad, Herman Abd Wahab, Nurul Aini Zahari, Syed Hassan Syed
Fadzli, Nor Qarzani Fitri

TEMERLOH AREA
Standing (from left to right) : Sahizam Said, Ishamudin Mohd Ali Hanafiah, Sarimin Nong Chik,
Shamsul Azlan Shriffuddin, Mohd Shahrul Saedon, Haidil Nizam
Mat Ali.

Sitting (from left to right) : Mohd Nordin Bakar, Mohd Zahiri Abdullah, Azli Asri

Sitting (from left to right) : Mohd Zahabar Sulaiman, Mohd Ashadi Rosli, Zoolamali Yusoff,
Azizah Abdul Mutalib, Masnah Aiza Moit.

RAWANG AREA

BENTONG AREA
Standing (from left to right) : Norlizawati Abu Samah, Mohd Hamirul Romli, Kamaruzaman
Nong, Ahmad Zahari Jaafar, Ahmad Faiz Shaharudin, Ahmad
Nizam Musa, Rosdiana Md Rasdi.

Standing (from left to right) : Azman Md Shariff, Zulkafli Ismail, Sharudin Marjuki, Zaiton Sadri,
Shamsuddin Deran, Edie Aswad Mohd Noor, Rozali,
Rahim Ahmad Sarbani

Sitting (from left to right) : Salih Ab Samad, Razali Talib, Raja Ram A/L KV Ramasamy

Sitting (from left to right) : Hasnul Abdul Halim, Loh Kon Yoon, Ab. Aziz Mat Amin
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