4.       How might we get there from here?  Become/maintain/improve our learning organization:  (note:  need to differentiate mechanisms that operate at the Federal level from mechanisms operating at “organizational” level)(Karen) 

Ingrid’s comments (3/14): To “get there” we need to know “where we are.” It may be helpful to discuss what an agency can do to determine if it is a learning organization and to identify areas where changes are needed. Name a few methods for self-analysis if you can.
It will also be useful to describe strategies for becoming a learning organization. The NASA example (see the article from Barbara) provides a good model. Some relevant ideas, such as change management and Alignment begins with strategy are improvement steps, but they are pieces of a bigger picture. A holistic approach is needed to place these specific moves in context. For example, to become a learning organization a government agency may want to assess how its workers contribute to the mission of the agency, examine how individual learning, group learning, and  organizational learning take place, and analyze the effect of organizational structure on learning, knowledge sharing, knowledge transfer, and knowledge retention. After that, tactics for improvement such as “change management” can be implemented. Then yo go on to talk about these tactics.    

Since Barbara’s section talks about learning at the individual, group, and organizational levels, this section will need to discuss strategies for promoting and supporting such learning. 

The paragraph below seems more relevant in Barbara’s section.


In private industry and the public sector LOs exist in various stages of maturity.  In a sense, a LO is a “destination” along a path whose rewards are legion, but observable progress might be slow.  What makes a LO hum?  An interactive system of systems that feed and inform one another.  At its best, a LO is well equipped to meet its mission and, given regular feedback, make timely course corrections when circumstances require—e.g., significant reduction or increase in funding; effects of a retirement “bubble”; merger with another agency; requirements to update the services it delivers or its delivery mechanisms.  Although a government agency’s mission does not often change, the resources available to it and the goods and services it delivers may need to change to adapt to external constraints or the needs of the citizen, or to leverage improvements in enablers like technology.  

This paragraph seems more relevant to a section on performance and assessment. Elaborate on the theme of performance and cite a few tools or effective approaches will be good if the Action Group agrees to take on the additional request from Neil.

A solid Performance Management system tracks and manages the metrics that signal success.  But success, itself, particularly in the face of internal or external forces directing change, depends on other enablers.  Each of these enablers needs to be integrated into the management framework, with focal points aligned to produce results that complement one another.

This is a useful section if placed in appropriate context.

Mechanisms for Change Management will help the organization make course corrections.  These include:

· Decision-making structures

· Communication mechanisms

· Plans with specific actors

· Ability to apply the analytical tools (e.g., Systems Thinking) for analyzing cause and effect, establishing a common vision of the issues, and developing interventions.

This is a useful section if placed in appropriate context.

Alignment begins with strategy—first the corporate strategy, and then the strategies that will focus and inform the key enablers, e.g.,   Workforce, Process Improvement, Knowledge Management, Information Technology, etc.  Each must integrate with the other and facilitate operational partnerships.  For example:

· Results of workforce gap analyses might inform the KM strategy with input into needs to retain critical knowledge.  

· Process improvements in one area may feed the communities of practice that apply to that and related areas, offering knowledge to improve an area without having to spend the time and money in analysis.  

· Information Technology strategy could explicitly support KM by planning to enable information and knowledge transfer; for example, IT could plan to acquire collaborative working environments (including wiki’s) that support communities of practice.

By developing a complete, integrated set of strategies, an organization will highlight these connections.  Finally, governance structures will supply linkages for the purposes of planning and implementation; these enablers will “talk to” and coordinate with one another.

The KM competencies required of the entire workforce will be defined and implemented through a partnership among the KM leads, HR leads, and business management leads.  Most likely, the KM lead will spot the need for a competency, persuade business/line management, and look to HR to enable and incentivize it through various mechanisms, including:

· Standard competency requirements for recruiting and promoting.

· Developmental opportunities that enable the workforce to learn these competencies.

· Criteria for bonuses and other awards that explicitly target workers who demonstrate these competencies.

May want to refer back to Section 3 for the competencies Barbara discuss to tie that section with this part about how to develop competencies at the individual level, group level, and organizational level.
One of the ways competency requirements find their way into recruiting and promotion criteria is by, first, grouping work into Career Areas and Job Roles, and then defining general and technical competencies for each of these Job Roles.  These competencies become performance targets for employees.  Assigning a senior manager to act as steward of these competencies helps to solidify them as organizational priorities.  (Note:  a graphic might be good here.)

These are good ideas. Sort them by individual learning, group learning, and organizational learning will help. 

And how can employees develop these competencies?  Through a variety of traditional and non-traditional methods, to include:

· On-boarding processes whose presentations help to teach new employees the values of the organization.

· Mentoring

· A Community of Practice that focuses on implementing these competencies.

· Brown bag lunches, in which key leaders offer status reports and acknowledge stellar performers.

· Targeted training in teamwork, knowledge sharing, etc., in the context of helping people perform their work with greater ease or success.

· Corporate awards that reinforce desired behavior.

· Role for blogs and wikis….??

This section can be useful for organizational learning. Identify key stakeholders and make explicit how they can contribute to organizational learning.

What support would be welcomed at the Federal level?   How about a management architecture that illustrates the interconnections, key enablers, and key partnerships among elements of a typical organization?   In addition, the architecture includes a set of KM competencies that, if implemented, will develop the culture, procedures, governance, and strategies of a LO.  Lastly, a central clearinghouse would assist agencies with identifying and implementing the best practices that will work for the agencies.

Who are the key partners at the Federal level?

· Federal CIO Council

· CHCO Council

· OMB

· OPM

