Federal KM Initiative

Knowledge Retention Action Group
A Sense of Urgency about Knowledge Retention 
Overview 
Knowledge Retention (KR) is a challenge that fundamentally affects the ability of government organizations to deliver value to the public.  KR encompasses the basic concept that knowledge is an asset that is leveraged to deliver that value by capturing, adapting, transferring, and reusing “what it knows about what it does.”  Leveraging key knowledge within the context of the organization’s strategic thinking and normal business operations enables the creation of new knowledge.  This new knowledge is in turn leveraged to drive innovation in the creation and delivery of increasingly higher-quality support and services to the public.  The ability to leverage this accumulated organizational knowledge drives institutional memory, which is retained in the form of experience, judgment, and “know-how.”  Individuals can reuse this institutional memory throughout their careers, and organizations can store it in forms they can use in the absence of the original knowledge holders. 

The challenge of workforce attrition and the risk of organizational knowledge loss are assuming a growing urgency because of the many ways that knowledge can be lost in an organization including, for example, retirement, promotion, and career change.  This is a challenge at both the workforce and the leadership levels because there is no ready supply of skilled and experienced replacements who can easily “step into the shoes” of departing employees.  Challenges also exist due to changing demographics and generational differences that encompass skills, cultural norms, and work expectations.  While employee turnover dominates discussions of KR, there are much broader issues.  Employees with the particular knowledge required for a given task or situation are not always available on demand.  This simple fact results in losses in productivity, reduced cycle time, and errors that could be avoided with more effective KR policies and practices. 

KR is a crucial ingredient of organizational resilience and agility.  Resilience can be defined as the ability of an organization to operate effectively in the face of employee turnover, other work disruptions, and minor emergencies.  Resilient agencies are also prepared to prevent or respond to, and recover from, catastrophic events outside or within their organizations.  Agility refers to an organization’s ability to address the future – to anticipate and adapt effectively to change.  To do this, they must preserve leadership and strategic abilities to detect and address relevant changes in their environments, assess capability and mission effectiveness gaps, and adapt and respond appropriately.

Approaches to retaining critical knowledge, and the timing of these retention activities across the government, have been addressed in many ways, some more effective than others.  Examples include employee exit interviews and plans for disaster recovery and business continuity.  But these methods only target a small fraction of the content making up true institutional memory.  To be effective, KR initiatives must focus on establishing a culture (and supporting technology) geared to mentoring, collaboration, knowledge sharing, and collection of relevant and critical individual and organizational learning on a continual basis as part of normal business operations.

This requires a holistic approach with partnerships across an organization.  These alliances help to integrate and align KR efforts with organizational strategy and operations.  Through effective partnerships across all leadership, functional, and subject matter areas, organization will be better able to identify the knowledge that needs to be retained.  Then they will be in a position to design and implement effective interventions to accomplish that retention.

Toward a comprehensive, strategy- and mission-focused approach to knowledge retention in the federal sector, this paper explores the causes and types of knowledge loss in government organizations and offers a number of actions to counter that loss.  Specifically, the paper recommends:

· the immediate establishment of a Federal-level Knowledge Management Community of Practice, to lay the foundation for a comprehensive approach to knowledge management (including, but not limited to, Knowledge Retention) in the Federal government;

· the establishment of a Federal Knowledge Management Center of Excellence that will be a repository of Federal sector KM expertise and a clearinghouse for KM-related knowledge and information.  The Center would, inter alia, (a) assist executives and senior managers in understanding the KM/KR methods and tools available to them; (b) facilitate organizational change management aspects of implementing KM/KR solutions; and (c) help Federal clients in developing and implementing KM/KR solutions to unique department/agency management issues.
· the establishment of a high-level Federal KM leadership infrastructure, to make and implement KM policy, to champion KM concepts, and to guide KM implementation.

Critical Importance of the Topic – Overview of the Issue

As reported by Newsweek (2008), the Office of Personnel Management expects 2009 to be the peak year for boomer retirements, when almost 60,000 employees will leave their government jobs.  Further, by 2012, more than 50 percent of the current federal workforce, including 90 percent of senior management, will be eligible for retirement.  Owing to the current global economic downturn, organizations may be able to buy some time on this issue – but not much.

The knowledge drain caused by retiring Baby Boomers is becoming an acute problem for Federal agencies.  Beginning in 2005, a member of the Baby Boomer generation has turned 60 every seven seconds; and that will persist for the next 18 years.  This challenge is not just confined to the government sector:  According to a 2005 Conference Board study, the issue is also a growing concern in the private sector.
What happens when a senior nuclear weapons designer retires after 30 years with the Los Alamos National laboratory, leaving no one behind who understands the designs of weapons built in the 1950s and 1960s, many of which are still deployed?  DeLong (2004) and Liebowitz (2004) both address that scenario, demonstrating that there’s nothing abstract about the loss of an organization's institutional knowledge, and that it carries very real consequences, both for the organization and for the customer-base or population it serves.

The exodus of Baby Boomers is exacerbated by the increased mobility of the labor force, both within and among organizations:  By some estimates, the average worker starting today will have 11 jobs in the span of his or her career; and each year, roughly 60 million American workers will change roles within their current organizations.  These retiring and mobile employees pose a major dilemma for Federal agencies.  When key employees move or shift roles – through promotion, transfer, or retirement – the knowledge gap created by their absence generates significant costs to employers.  These gaps in knowledge can fundamentally damage an agency’s ability to accomplish its mission.

Federal agencies that recognize and mitigate the challenges of the departing Baby Boomer generation and adapt to the transitional aspects of the new workers coming into the workforce will have an advantage over those that discover their problems only through the pain of diminished production – or, worse, through mission failure.

Another troubling issue is the potential loss of institutional knowledge.  According to the 2005 Conference Board survey, one-half of companies surveyed felt that their aging workforce presented potential knowledge vulnerabilities.  Yet, only one-third of those companies have conducted workforce planning studies to identify those vulnerabilities.  Further, organizations are often unaware of the knowledge their departing workers possess.  Federal agencies should also be aware that knowledge retention and knowledge loss occur on a continuum – from short-term inability to access knowledge, such as when a subject matter expert is out of the office, to a long-term loss of knowledge due to retirement.  To address this, Federal agencies need to consider adopting – and embedding into business policies, practices, and processes – comprehensive, forward-looking knowledge retention activities that focus on the continual transfer of knowledge from on-boarding to retirement in order to preserve the agency’s institutional knowledge.

1.  Vision and Future Story
Federal agencies will need to be led by visionary leaders who will enable a culture of transparency and continuous learning where knowledge (information and experience) is captured and reused as a fundamental part of the way the organization does business.  This will also help to ensure continuity of operations through knowledge retention based on a capability that supports operational resilience, and knowledge-based decision making that supports the necessary agility to adapt to change and meet future challenges.  
In this scenario, ideally, the senior nuclear weapons designer who retires after 30 years with the Los Alamos National laboratory will leave behind defined documentation, and will have mentored junior nuclear weapons designers on the weapons design body of knowledge, to enable the continuity of operations of weapons currently being maintained.  The senior and junior designers will have actively participated in Nuclear Weapons Design Communities of Practice and will have participated in a formal succession management program.
2.  What is Knowledge Retention?

Knowledge Retention is one element of effective organizational knowledge management, which promotes the creation, capture, retention, sharing, utilization, and (often most importantly) re-utilization of an organization’s knowledge.  These activities, taken together, enable the building of institutional memory.  Knowledge retention, then, can be described as the process of building institutional (i.e., organizational) memory, and it relies on all aspects of KM for success.

· Organizational knowledge creation is the capability of the organization as a whole to create new knowledge, disseminate it throughout the organization, and embody it in products, services, and systems (Nonaka and Takeuchi, 1995).  Knowledge creation includes knowledge development, discovery, and capture.

· Knowledge retention includes those activities that put organizational knowledge into a form that makes it easily accessible to those that need it.  Knowledge retention also includes all activities associated with preserving knowledge and maintaining the viability of knowledge within the organization.  Knowledge retention strategies should reflect the organization’s business strategy and should be supported by a culture that encourages knowledge retention, sharing, utilization, and re-utilization as normal everyday practice.

· Knowledge sharing involves all activities associated with the flow of knowledge from one individual to another and includes communication, translation, and conversion.

· Knowledge utilization includes the activities associated with applying knowledge to business processes and strategies.
· Knowledge re-utilization entails the ability to locate, access, and use knowledge that has been identified, stored, and labeled of knowledge in such a manner that it can be used multiple times.  Often, this knowledge is in the form of best practices or lessons learned data bases.
3.  Key Concepts: Operational Resilience, Organizational Agility, Institutional Memory, and Continuity of Operations
Knowledge Retention is a critical component of operational resilience and organizational agility.  In essence, resilience refers to an organization’s ability to: 

· operate sustainably in its environment by producing suitable goods and/or services for its customer base in a cost-effective manner;
· operate productively in the face of routine disruptions such as short-term employee absences or minor emergencies such as temporary loss of communication or power;
· operate effectively through organization-wide changes such as restructuring or business process reengineering; 

· anticipate, prepare for, and prevent disruptions of operations in the face of catastrophic events (e.g., natural disasters, economic crises, pandemics, or terrorist attacks) and/or permanent loss of key employees through turnover; and
· respond to and recover from such emergencies if they cannot be prevented.
KR contributes to resilience by identifying and capturing critical knowledge – including explicit information, policies, procedures, and processes, as well as tacit/experiential knowledge such as “know how,” “know who,” “know where,” “know when,” and “know why” from individual employees.  Organizations can then utilize this core knowledge – part of its institutional memory – to maintain or restore operations if those individuals should become unavailable temporarily (e.g., due to illness or emergencies), or leave their positions permanently through retirement, promotion, and other non-crisis causes of workforce turnover.  
KR is therefore a necessary component supporting emergency preparedness, disaster recovery, and long-term business continuity, or Continuity of Operations (COOP).  But we define resilience more broadly, because knowledge gaps that reduce productivity and introduce risks of operational errors or failures can occur every day.  Infusing knowledge retention into all government work processes ensures effective performance on a continuous basis, rather than only in response to rare emergency events.  

Resilience as we define it focuses on operational continuity in the face of disruptions ranging from routine to extreme.  As such, resilience focuses on preparedness, prevention, and recovery, which are all past- and present-directed: how an organization maintains its current level of operations and performance. 
Conversely, agility refers to an organization’s ability to focus on the future and to anticipate and effectively embrace change.  Organizations must preserve leadership and core competencies required to carry out their missions over time.  Economic, security, and environmental conditions evolve continually, on regional, national, and global scales.  Ensuring the public’s health, safety, and national well-being in the face of such changes is a complex and dynamic task for government agencies.  Critical components of agility include the following capabilities: 

· detecting relevant “weak signals” (e.g., forces, trends, shifts in behavior patterns);
· developing strategies to address impending problems; 

· evaluating and refining such responses to identify solutions that are robust;
· implementing those decisions (e.g., via legislation, policies, regulations, etc.); and
· monitoring results over time and adapting solutions as needed to ensure success. 

These forward-looking adaptive capabilities hinge on “tacit” skills based on perspective and judgment that typically derive from experience over extended careers.  Institutions that succeed in capturing and leveraging strategic skills are often called “learning” organizations.  KR provides tools and techniques for addressing this challenge of ongoing adaptability as well as operational continuity.  As such, KR is a critical enabler of both resilience and agility, in the present and into the future, across tactical, operational, and strategic levels.  

4.  Types of – And Reasons for – Knowledge Loss
High performing, knowledge-enabled organizations manage their knowledge effectively because to do so addresses the risks of (a) key experts leaving, (b) knowledge not being available when it is needed, and (c) customer relationships deteriorating.  What these have in common is that they all contribute to the loss of knowledge and require one to consider how to not only retain the knowledge, but also how to adapt it for access and reuse. 
High performing, knowledge-enabled organizations optimize their knowledge and apply effective practices in the management of knowledge.  They also have developed a context of knowledge capture, adaptation, transfer, and reuse, and frameworks and operating models to initiate and strengthen knowledge management activities with a view to achieving operational excellence and mission success.
Simply stated, the goal for a government organization should be to evolve as a high performing, knowledge-enabled organization by balancing people, process, and enabling technology.  That will allow the organization to capture, adapt, transfer, and reuse “what the organization knows about what it does” so that knowledge can be accessed and reused, and stimulate innovation, to serve the public and other stakeholders as effectively as possible.
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What is “knowledge” when we talk about knowledge loss?

[image: image2.jpg]Information Experience

KNOWLEDGE

CustomerValue
Best Solutions Workforce Effectiveness Best Decisions
Mission'Eerformance

62007 Acauision Soluions, Ine.



One view of knowledge is that it comprises all the information in the organization and all the experience and insight in the organization.  High-performing government organizations leverage and focus this knowledge, in context, to improve individual, team, and organizational performance and deliver value to their customers, enable the effectiveness of their workforce, and achieve higher levels of mission success.  This enables their collective workforce to make the best decisions and provide the best solutions.  Figure 1 illustrates this view.     
What should we understand about workforce attrition?

Workforce attrition is about more than just retirement.  It is also about promotions, transfers, career changes, and other personal and personnel change.  All contribute to a loss of contextual knowledge in an organization.  Organizational leaders must understand the dynamics of their organizations – why people come, stay, and leave – and address the challenges that create the attrition whether they are environment or individual.  The cost in both resources and performance must be addressed.

As stated, attrition takes many forms, some controllable and some uncontrollable.  Both forms must be considered in addressing the risk of knowledge loss if a meaningful and sustainable strategy for mitigating this risk is to be crafted.

Examples of uncontrollable attrition – attrition that the organization and its leadership cannot directly affect – include the ease with which employees now may leave and re-enter the government because of the shift in pay systems from CSRS to FERS, personal decisions like retirements, death, prolonged illness, and other changes due to family or other personal obligations.   

Controllable attrition is just that: controllable.  Controllable attrition can be attributable to dissatisfaction with workplace environment, reassignments/promotions/downsizing, lack of career opportunities or challenges, poor work conditions, recognition and compensation issues, and supervisory and leadership competence.  An example is the perspective that individuals join organizations, but they leave managers.  In other words, they may be drawn to an organization due to a passion for the organization’s mission, reputation, or credibility.  But if their work experience and work environment aren’t suitable and engaging, they will likely seek other employment.
What are some of the effects on an organization?

Knowledge loss can affect an organization in many ways, including: 

· loss of technical skill and organizational competence;
· increased time to performance (“learning curve”) for new employees;
· decrease in quality of outputs and outcomes;
· loss of credibility due to poorer performance;
· decrease in broader agency knowledge;
· mission failure or compromise;
· increase in recruiting and staffing costs;
· increase in training costs;
· additional overtime to compensate for reduced output or time to delivery; and
· decrease in employee morale, satisfaction, and engagement.
Why are we facing the challenge of knowledge loss?
The summary answer is that there are few processes within Federal government organizations to capture and reuse their workforces’ relevant information, experience, and insight on a consistent or disciplined basis.  By and large, Federal organizations have not taken action to mitigate the loss. 

Underlying this summary answer are several factors contributing not only to the loss of knowledge, but also to the challenge of mitigating this loss.  Major factors contributing to the loss of knowledge are:
· There has been no formal, consistent knowledge capture and reuse framework that is an integral part of government operating or business processes – a framework that is part of the way we work.
· There is no real senior leadership commitment to knowledge retention.  Senior leadership in the organization must require that the ability to capture and reuse knowledge be integrated into the organization and must demand collaboration as a course of operations.

· Negative workforce dynamics cause people to leave.  Workforce dynamics include the organization’s leadership, culture, and working environment, and must be accounted for in addressing knowledge loss.  For example, people often leave due to dissatisfaction with first-level supervisors who may have been promoted based on their technical expertise rather than because of their managerial skill.  Further, if people are leaving in droves due to the leadership/management climate, word gets out and talented people with employment options will join other organizations.  

· It is difficult and labor-intensive (and therefore costly) to capture what is in people’s heads – their experience and insight including how they “connect the dots” or what they really do to work through a process.  Few people are either trained to do this or have the experience to do it effectively … and technology is not the answer. 

· There is often no real and explicit encouragement for knowledge and skills capture and transfer, especially across organizational boundaries.  It is a low priority in organizations; the challenge may be recognized, but funds and other resources are not applied to address the challenge.  
· There is a lack of will to tackle the problem.  Knowledge and skills transfer is seen as a “overhead,” “back office” work – a luxury to be addressed “when we have time.”  If not part of the business processes of the organization, KR will always be viewed as “extra” work, and the time will never be available. 
What must we understand to address this challenge?

Effectively addressing the challenge of knowledge loss – within the context of an ever-evolving government workforce that is tasked to deliver on increasingly complex agency missions – requires that we first understand three fundamental concepts:

· Many of the career fields in government are experience-based professions in which the skills and insight necessary for success are learned primarily through hands-on experience and mentorship on the job.  Expertise in all facets of the work has evolved and is understood specifically within the context of the business (e.g., the work implicit in the Federal acquisition lifecycle, including requirements development and tradeoffs, understanding and managing technical risk, cost realism, logistics, and training).

· Because of the experience-based nature of many professions, using a combination of technology, training, and education alone will not suffice.  There must be a deliberate, structured means to capture and transfer the requisite “know how” and “know why” that comprise the experiential side of what are often multidimensional professional experience and skill sets that are at the heart of efficiently and effectively accomplishing organizational missions.

· The current knowledge-and-workforce relationship is out of alignment with the desired or “ideal” state of this relationship.  Very often, too much critical experience and insight resides disproportionately within the senior levels within the workforce, and not within the mid or junior levels of the workforce – the next generation of leaders.
How is the workforce/knowledge relationship out of alignment?

In the desired relationship, the collective knowledge of the workforce is an inverse function of the experience and age of the workforce.  While the level of experience and insight should be naturally greater at the senior levels than at the mid-level and junior levels in the workforce, ideally the number of senior-level employees is far smaller than the number of mid-level and junior members combined.  The net effect is a smaller base of at-risk knowledge due to the relatively small size of the senior pool. Figure 2 conceptualizes this desired relationship between seniority and the degree of knowledge, insight, and experience.
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For example, over the past 30 years, the Federal acquisition workforce has evolved into a workforce size/knowledge relationship in which a greater number of seniors rather than juniors and mid-level professionals have the greater share of knowledge and experience, due to the sheer size of the senior pool relative to the rest of the workforce.  This current relationship, conceptualized in Figure 3, is a distortion from the ideal.  The consequence of the distortion is that knowledge disappears rapidly as large numbers of the senior members of the workforce depart within a fairly short time period.

Reestablishing the desired relationship requires that we transfer knowledge and insight from the soon-to-be departing seniors to mid-level and junior personnel, as shown in Figure 4.

5.  Knowledge Retention Requirements
Knowledge is an organizational asset that requires management and valuation.  The first step in assessing the value, finding the knowledge at greatest risk of loss, begins with a process that identifies where critical organizational knowledge resides.  This process is actually a set of methodologies that, at their best, are integrated with one another and aligned with organizational strategy.  Collectively, these methodologies will highlight requirements for KR.
Why is this important?  Who needs to know?  KM professionals need this information to design and engineer appropriate interventions.  Some requirements will flow from KM-related work to identify the knowledge domains that are key to business success and the critical knowledge that fuels those areas, for example:

· The organization might establish Communities of Practice (CoPs) in key knowledge domains.  These CoPs will often identify categories of critical knowledge, and then seek to learn who in the community possesses this knowledge.  

· Knowledge maps will illustrate (organizationally, or by naming people) where key knowledge resides.  

Some KM interventions will result from Human Capital (HC) work – i.e., the work of the Human Capital, Human Resources, or Personnel Department.  For example, the products of workforce planning point to the need to retain key employees, particularly those who are eligible for retirement. On the other hand, often the first-line supervisors have the best sense of who is most valuable to the organization.

One way to observe this integration and alignment is from the perspective of Human Capital Management – typically a shared responsibility of the Human Resources and Knowledge Management organizations, partnering with line management and with the “business management” offices that are responsible for corporate strategy.  Figure 5, below, illustrates many of the connections.
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Knowledge Management focuses first on the organization’s mission, and then on what that organization must “do well” to achieve that mission.  Then KM examines what the organization must “do well,” to determine what it must “know well;” that defines the critical knowledge at a high level.  The Human Capital Management Architecture offers one way to depict those relationships, highlighting the organizational constructs that drive KM interventions in the form of Knowledge Retention and Transfer approaches.

The organizational mission drives the Core Capabilities (“do well”) that enable the mission, which often devolve into Core Functions (“know well”).  Particularly when an organization is structured along “product lines” with functional practitioners (e.g., engineers, logisticians) spread across several independent organizations, a function-based Community of Practice can link these people, causing the flow of lessons learned and good practices.

Some form of employee-level gap analysis typically highlights requirements for retaining critical knowledge, which then drives interventions that streamline knowledge transfer.

A critical and often overlooked antecedent to successful Knowledge Retention interventions involves an assessment and evaluation of the organizational culture’s receptivity to knowledge acquisition, storage, and retrieval.  Culture drives behavior.  Accordingly, cultural changes needed are critical to the Government's success.  Without an organizational culture that supports the acquiring, sharing, and reuse of knowledge on a daily basis, any KR initiative is doomed to failure.

Another component of KR strategy is the organization’s knowledge-sharing processes and methods.  The most advantageous KR strategies will depend on the organizational culture, type of knowledge, location of knowledge, “stickiness” of knowledge, and the organization’s strategic plan.  The complexity of organizational knowledge dictates that each organization’s KR strategies will be customized and multifaceted to encompass each organization’s unique culture and knowledge base.
A mature KR program will be guided by a set of complementary strategies, for example, corporate goals and objectives that drive Knowledge Management, Workforce, and Process Improvement strategies.  A healthy KM program will align itself with the organization’s mission, vision, strategies and plans, and will integrate itself with the organization’s management systems.  This will stimulate the partnerships necessary for leveraging the thinking of other groups that define requirements for key knowledge.

Recommendations
The crucial and government-wide nature of the knowledge loss issue requires a government-wide approach to knowledge retention.  We believe that can only be accomplished through a Federal Knowledge Management Center of Excellence.  In order to achieve a proactive methodology, the KM Center, striving to be a model of Excellence, needs to be supported by top leadership and maintained through grass-roots engagement.  We therefore believe leadership and oversight for the Center should be provided by a Federal Chief Knowledge Officer (CKO) supported by Department/Agency CKOs in infrastructure similar to the Federal Chief Information Officers Council, Federal Chief Human Capital Officers Council, and others.  Until the KM Center is approved and fully functional, and until a law (similar to the Clinger-Cohen Act) is passed to authorize Federal and Departmental/Agency CKOs, Federal KM practitioners need the support of a Federal-level KM Community of Practice, targeting all of the knowledge domains needed to support KM at the strategic, operational, and tactical levels.
Accordingly, we offer the following recommendations:
Recommendation 1.  Initially, pending establishment of a Federal Knowledge Management Center of Excellence, a Federal-level Knowledge Management Community of Practice (CoP) will be created.  This Community will help Chief Knowledge Officers and other senior leaders build and sustain a KM/KR culture and processes by, at minimum:

· establishing common terminology for KM concepts;

· defining measures of success;

· identifying “islands of success” in Federal government, and the best practices and strategies that have contributed to success;
· coaching on how to change knowledge sharing behaviors;
· managing different kinds of knowledge – e.g., expertise locators (“knowledge yellow pages”), how to perform certain core business processes, how to create policy and make decisions;
· setting up a day one orientation guide for on-boarding;
· creating and maintaining KM strategy; and
· developing a “KM 101” course that would include methodologies and tools for KR.
Recommendation 2.  A Federal Knowledge Management Center of Excellence will be created to serve as a repository for Federal sector KM expertise and a clearinghouse for KM-related knowledge and information.  The Center would, inter alia:

· assist executives and senior managers in understanding the KM/KR methods and tools available to them;

· facilitate organizational change management aspects of implementing KM/KR solutions;

· help Federal clients in developing and implementing KM/KR solutions to unique department/agency management issues;

· assist Federal executives and managers in aligning KM/KR approaches with organizational mission, vision, strategies, plans, and performance metrics, with a view to more effective accomplishment of strategic, operational, and tactical objectives;
· assist executives and managers in establishing key partnerships for sources of KM/KR solutions;
· assisting leaders in integrating Human Capital Management, Knowledge Management and other business management approaches and aligning those approaches with corporate mission, vision, strategies and plans.
Recommendation 3.  The Federal KM Center will help its clients to manage the organizational and cultural change aspects of implementing KM/KR approaches.  This would include:

· identifying the status quo, in terms of diagnostic metrics that indicate organizational readiness to implement KM/KR interventions;
· applying a framework for helping the organization identify or validate its goals and objectives related to KM/KR; and
· helping the organization develop a plan for achieving those goals.

Recommendation 4.  The Federal KM Center will partner with existing institutes of learning such as the Treasury Executive Institute, Federal Executive Institute, GSA University, USDA Graduate School, Innovation University, Defense Acquisition University, Corporate University, State Department Leadership Development School, targeting senior managers and executives to offer a KM curriculum that provides “KM 101,” as well as specific interventions that can be implemented to resolve KR issues. 
Recommendation 5.  To support, lead, and oversee the Federal government-wide approaches to Knowledge Management, a leadership infrastructure will be authorized and funded by federal statute.  That infrastructure will include, as a minimum:

· a Federal Chief Knowledge Officer (CKO), to oversee and manage government-wide KM policy, practices, requirements, and standards;

· Chief Knowledge Officers at the Department and Agency level (and at the bureau level as appropriate) to implement government-wide KM policy, practices, requirements, and standards at the Department/Agency level and below; and
· a Federal CKO Council to collaborate and share information across Federal Departments/Agencies, to coordinate cross-Department activities, to provide oversight for the Federal KM Center of Excellence, and to establish and maintain partnerships with other government entities (state, local, tribal, foreign, international), academia, not-for-profit organizations, and the private sector.
Conclusion and Next Steps
In moving forward, a model of interagency collaboration must continue, and must include – at a minimum – collaboration among departments and agencies and in partnership with non-Federal government sectors.  This is critical for implementation and use of new emerging technologies to increase the effectiveness of government.  In partnership with the telework and aging workforce initiatives already in progress to offer family-friendly opportunities for individuals to contribute skills on a part-time or full-time basis, our nation will continue to gather critical knowledge from existing and future employees.  The outcome will be a continuous learning organization where leaders are leading others to become leaders.  This is a noble and arduous task in the Government that is ready to be realized in the current environment where hope for change is on the horizon.
For the United States to be the leader in the global marketplace, where crises are visible in the industries that are critical for growth and sustainability, knowledge management can no longer be relegated to the “back office.”  We must all take individual and collective responsibility for achieving our nation’s goals by developing communities of interest and local action groups linking the public to government at every level.  None of this can be achieved without providing a mechanism for discussion.  The Federal KM Center of Excellence will provide a trusted space for authentic conversations among people of diverse cultures, age groups, and interests.
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