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Knowledge identification, acquisition, sharing, preservation and measurement are some of the 
desired habits and processes necessary for knowledge management to be effective and 
contributes to increased innovation, organizational value, competitiveness and sustainability. . 
The knowledge workers in the K-economic era are expected to be an innovative knowledge 
professional who are capable of managing their own work as well as their own competency 
development. Organizations however need to provide an environment, tools and policies to 
support and encourage learning and knowledge acquisition in all forms, methods and 
approaches beyond what is traditionally done. 

For an ordinary knowledge professional, he is only interested in developing the necessary 
competency to complete his assigned tasks and progress in his career. He would not be 
interested to learn and be lectured on knowledge management or learning principles and 
concepts.  But for the organization it is not only important that its staff members understand 
and able to go through the process of acquiring the necessary skills to carry out their current 
and future tasks at the right time, but it has to ensure that what they learn or their individual 
knowledge is converted into organizational knowledge, utilised, shared and preserved. Hence 
it is important that tools are provided and policies are set in place to ensure that staff identify, 
acquire, utilise, share and preserve knowledge necessary for organizational sustainability and 
growth. 

A Competency Development Information System was recently developed to address the issue 
of inculcating the habit of identifying, acquiring, utilising, sharing, preserving and measuring 
knowledge among staff members hands-on by doing and repeating without having to learn the 
theory first. Besides that it helps organization manage competency development processes 
from analysis to planning, implementing and right through to evaluation.  

The process starts from capturing information on business or division level mission, vision, 
objectives, strategies, projects and activities. From here the desired competencies are 
identified and broken down into knowledge and knowledge content. From this process the 
organization knowledge taxonomy is derived. 

The next process is the knowledge needs analysis conducted at group level and then at 
individual level. The level of all identified knowledge necessary to carryout planned projects 
and activities are assessed at group and individual level on a scale of 1-10. This process is 
conducted in a group lead by the group leader or manager. The knowledge profile that results 
is presented graphically and the knowledge gap that has to be filled through some learning 
initiatives is clearly portrayed 

Having identified the gap, the next task is to identify the knowledge sources in the form of 
books, journal articles, websites, laboratories, experts, vendors, electronic media and 
organised training and these are keyed into the system.  

At this stage individual staff would have enough information to plan his learning and 
knowledge acquisition. He would then plan his learning using the training plan module. He  
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can learn through self directed learning or go for courses, seminars, attachments, scientific 
visit,or Masters and PhD. The time, place, budget and source of fund need to be determined. 
The staff biodata and development plan is also captured by the system. 

After implementing the training, the staff must submit a report and lessons learnt to the 
system. The system requires that the supervisor evaluates the training effectiveness, reviews 
recommendations and lessons learnt that was submitted and support and facilitate application 
of learning and implementation of any useful recommendations as a result of the training 

All the learning initiatives should increase the knowledge and competency level. This 
assessment is conducted on a regular basis to evaluate the effectiveness of learning initiatives 
and investment in human resource development. This system assess competency level on a 
scale of 1-6, 6 being expert level. It can compare assessment result made at different times to 
see the improvement that results. 

There are 5 types of users or log-ins- administrator, staff, supervisor 1 (manager), supervisor 2 
(Director) and supervisor 3 (top management) 

This system can generate the organization inventory of competency, training master plan, 
repository of lessons learnt, staff training record, staff CV, directory of expertise and many 
more.. 

With the right policy in place and continuous use of the system staff, individually and in a 
group will be able to practice the act of identifying, acquiring, utilising, sharing, preserving 
and measuring knowledge and manage their own competency development. In time it would 
become their habit and the organization would then be able develop a knowledge management 
culture 

This system was designed applying the knowledge management principles and developed in 
the .NET technology environment using visual basic programming language and SQL server 
software. It took almost a year to develop and test and was only recently launched. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 




