KM Center Scenario - Sudden Growth and Sudden Retirement.

An agency is infused with large funds from the Reinvestment and Recovery Act.  That means that increased workloads and anticipated increase of 200 staff members to do the work.  At the same time, the agency’s HR department has issued a report that, in the next 2 years, they anticipate retirements of up to 20 key staff in the agency for well over 30 years.

The agency's leadership agrees that they have to aggressively recruit new hires and bring them up to speed quickly to conclude the work planned within 4 years.  At the same time, they need to figure out a way to convey the knowledge that senior workers have to the newer employees.  A decision is made to work with the agency's Human Resources Department on developing a knowledge management initiative focused on orienting new employees and transferring knowledge from senior to newer employees.

The agency turns to the Federal KM Center for resources.  At the first meeting, the KM Center staff pulls together case studies and contact information of other successful KM Initiatives, and assists the agency to define the problem clearly, set some desired metrics for the initiatives success, and develop a general outline of desired outcomes.

After reviewing how other agencies have developed programs to address the issue of sudden staff increases and key retirements, the agency sets up a Community of Practice program; identifying specialty areas, and sharing information across the board.  They make use of social networking software used by EPA which allows specialists and new learners to collaborate.  They also make use of a sample newsletter from the Army to build a similar newsletter for regular distribution. 

The agency’s HR Department finds a resource at the Knowledge Management Center which allows them to post internally anticipated start dates of new employees and plan on highly-tailored orientation programs in order to on-board new staff more quickly.  

The agencies leadership reorganizes its work around different projects rather than standing programs, so much of the information (Scope of Work, Plan, and deliverables) are handled by several people simultaneously.  This work model worked effectively for another agency, which was identified by the KM Federal Center, as a way to foster cross-training, and a knowledge-sharing environment.  Taking advantage of an enterprise contract at DoD, the agency is able to replicate an electronic project management office (ePMO) and track progress on those new projects.

Middle-management begins to hold weekly meetings where veteran workers talk about projects they did in the past; lessons learned, practices to follow, and mistakes to avoid.  Each one of these meetings is recorded and posted to the web as illustrations for future projects.  This program is modeled on the Army's After Action Review program which is fully documented and instruction manuals are available at the Federal KM Center.  

By using the Federal KM Center, a knowledge-sharing environment is created within 3 months, the agency's leadership has a good idea of how projects are being completed, the organizational culture is focused not on turf battles or generational differences in workstyles, but on the work itself and continuous improvement.  Staff are more confident in their daily decisions and work, senior staff have an opportunity to share, and new staff are much better prepared faster.
