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« This talk will trace the history and emergence of the original DoD KM
Methodology into the robust KM Methodology it is today.

e It now serves as a core element of the KM Institute’s KM Body of
Knowledge (KMBOK)™. The associated Knowledge Maturity Model
(KMM)™ will be introduced as well.

 Then, the implications for KM roles, responsibilities, skills and
competencies and requisite education, training and certifications will be
detailed.

« This will be done with a view to the way forward, including an integration of
university and KM Institute efforts, dual awards (degree and certification) and
an innovative CEU Program.

e This presentation could be a milestone toward a renewal and enrichment of
the original US Gov “CKO Roles” and “CKO Skills and Competencies”,
including expansion to all the KM roles that have emerged over the last
decade, or so.

« The KMEF may be the requisite implement of change. 2



Ntk 2 1heme | — Implement Grass Roots KM
B M (KM400: 15 Modules including Assessment)
Bk Module I: Course Intro, Outline

Are you prepared for the Knowledge Age?
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“Power (Knowledge) Worker” Productivity
Drucker

20" Century - "The most important, and
indeed the truly unique, contribution of
management in the 20th century was the fif
fold increase in the productivity of the manual
worker in manufacturing.”

21st century — “The most important _
contribution management needs to make in ® -
the 21st century is similarly to increase the g &

productivity of knowledge work and the ’ P
knowledge worker.” -




Some Knowledge Intensive Activities:

F

AAR

1. After-Action Reviews (AAR) — “What
would you do differently next time?”

. 2. Project Mgmt (PM) — not just “PM”
&4 put “PM in the Knowledge Age” LLMP

3. Processes — Substantially improve
processes, ‘Checklists’, Keys, etc. BPMP

4. Meetings — Achieve purpose efficiently

5. New Knowledge Creation —
Brainstorming, Café Techniques

6. Rethink Learning — Perform Support,
Rapid Development Techniques, E-Learning

7. Many Others — CoPs, Expert Locators,
Knowledge Flight, Personal KM, etc.
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KM Methodology (funded by US DoD)
“Create a Learning Organization”

S1AD Ereate a Leammg Orgamization
nd KM
Al111 IENCes
qn 2 Understan L EE
4= AU derstand KM Techmg
1= C1A1 tand KM Technology
+=CIAT1S chm Proposed KM Solutions
CI1AT16 Cat Apphegble KM FPrinciples
={1A12 Perform Endyledge it
C1A121 Convene PNgkoff Me
C1A122 Form AdvizorNGgroup & AN Team

Lin

F

— Information about Activity Al

Lahg||l:reate the Knowledge Imperative |

Title|Perform Strategic Planning - Develop the vision, goals, performance targets, and strategies
for the organization based on its mizsion, with an emphasis on the KM strategy implications.

Wetrics

4= C1A123 Initiate Commuradgtions Plan
C1A124 Collect Enterprize |
C1A125 Analyze/Map Results
£31A126 Deliver KM Audit Report
=1A13 Develop Yizion & Performance T

Al Create the Knowledge Imperatlve

£31A131 Evaluate Audit Report
£31A132 Create KM Strategic Yision
£31A133 Start Change Management
£1A134 Determine KM Goals/Perform. Measures
£31A135 Publish Strategic ¥izion/Perform Targets
=1A14 Develop KM Stiategy
£31A141 Integrate Strategic Goals
14142 Align KM Mission/Objectives
4= 514143 Formulate KM Strategies
£31A144 Justify KM Strategies
£1A145 Review/Approve Strategies
£31A146 Publizh Strategies
4= C1A15 Link Plans
4 E1A16 Get Buy-In
4= E1A2 DesignfJustify KM Initiative
4= £1A3 Implement/M anage Organizational Change
4k £ A4 Continuously Improve Operations

Mechanizms

the urgamzatmn exists, and what 1t must du for whom to justify its existence.
Everyone must understand the mission because it is the basis for decision making
within the organization and for its vision of the future. Every organization should
have a vision statement. Vision is the framework that guides those choices that
determine the nature and direction of an organization. It is what an organization
wants to be. Every decision and every action talken in the organization must align
with and support either the mission or the vision, or they are irrelevant.

Senior managers develop the vision, goals, performance targets, and strategies for
the organization. In large organizations, the vision, goals, etc., may he based on an
assigned or derived mission rather than one created within the organization itself. In
such large organizations, senior managers take action to compare and contrast their
strategic plan with other strategic plans, and solicit the commitment and support of
the individuals and organizations that are essential to its successful implementation.
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%@ The Running of the Bulls — Pamplona, Spain ¢ ¢

There should be no mistaking a Bull




There should be no mistaking a Squirrel

: ;Running with the irrels” (EDS 2000)




Wrong Track!

No Formal KM
Methodology
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Track One Track Two
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' Principles  Two Essential KM Tracks

“Integrated” Tracks 1 and 2



MINSTITUTE“ Implement Grass Roots KM
l : Module 11: Manage Change

Introduction
to Change
Management in
sheKnowledge
— Age




Be Prepared for the Long Haul

Source: Kotter, HBR, 1995

In what year do you think change management activity peaks?

Years 0

Expected Change by Year for Strategic Initiatives

Change
Amount

P

Peak /Lctivity-

- 5Yrs

Activit

y

]




The Hype Curve (Cycle)

What are the implications for the CKO?

Visibility 7
A |
—
Peak of
Inflated
[ Plateau of
Productivity
ﬂ
Slope of
Enlightenment
Trough of
Technology Disillusionment
Trigger sTime
Type A Behavior Type B Behavior Type C Behavior

Source: Adapted from Gartner Group



The Hype Curve (Cycle)

What are the implications for the CKO?

Visibility
VN
Peak of
Inflated Manage

Expectations Expectations

Plateau of

Productivity
—

Slope of
Enlightenment

Results, Results, Results

Technology o TlTou_gh of .
Trigger isillusionmen '
=& »Time
Type A Behavior Type B Behavior Type C Behavior

What are some early CMgmt initiatives  — training, stories, hiring?






0 IN'SIDE1

Strategic Change Mgmt - 8 Key Transformation Steps
Skip one, risk all!

59
1. Establish Sense of Urgency — 50% fall this phase, too many DEE
managers, not enough leaders, when is urgency rate enough?

Answer: when 75% think business as usual is unacceptable. John P Kotter

2. Form Guiding Coalition — Early on, large numbers of leaders must create
shared commitment to excellence. Keys to Success: powerful — titles, info,
expertise, reputations, relationships.

3. Create a Vision — Clear, compelling (easily communicated in less than 5
min, appealing, positive reactions, clarifies direction). Up to three months to
yr to create, yields alignment, not energy consuming diversions.

4. Communicate the Vision — Often under communicated by factor of ten!
Turn every comm. to re-enforcing, invigorating broadcast.
Change training focus from generic to business problems/new vision.

5. Empower others to Act — Eliminate real/perceived obstacles, bosses who
don’t align, align performance appraisal system.

6. Create Short-term Wins — Celebrate accomplishments: results/results/
results. Short-term goals keeps urgency high. Lessons learned clarify vision.

7. Consolidate Improvements — Don’t declare victory too soon before
iIdeology takes hold. Leverage short-term wins to attack even bigger
Initiatives.

8. Ingrain New Approaches — Stickiness. Sticks when engrained.
Connect new behaviors & success. Ensure leadership development/
succession personify new K Age approaches.

Leading Change-Why Transformation Efforts Fail & A Sense of Urgency, John Kotter 1996-2010



http://www.amazon.com/Leading-Change-John-P-Kotter/dp/0875847471/ref=sr_1_1?s=books&ie=UTF8&qid=1294587423&sr=1-1�




Phase | — Create the Knowledge Imperative: Plan/Start Change

How do you ‘read’ this visual?




Phase Il — Create the Knowledge Imperative: Plan Strategy




Phase Ill — Design and Justify
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Phase IV — Implement/Manage Organizational Change




Phase V — Operate and Maintain (Continuously Improve)




Knowledge Management
Methodology

Create a Learning Organization

The KM Institute’s KM Body of Knowledge (KMBOK)™ includes a: Flease peruse the high level content by phase; track activity A1234,
under Plan Change, to see an actual content slice.

v KM curriculum from KM Awareness to full KM Certification

* KM references library To learn about our icon-based “KM Books of Knowledge ™

 Ki Technology Solutions Map, and - metaphor, click the “Books” icon or the “Leam” icon to take a brief
* KM Methodology to “Create a Learning Organization® interactive video lesgon. The methodology's “Keys to Success” and

The KM Methodology is taught in the KM Institute's KM Certiication  @uiding Principles” are provided here, plus a few key KN

Programs. ltis provided in a Knowledge Base (KBase) Tool by reference documents as well.
ProCarta.
Create the Knowledge Imperative by Phase Implement Major KM Initiatives by Phase Continuously Improve

Take thiz LESSON.

Learn how to use
new, KBaze Toolk in
the Knowledge Age.

KM Books of Use of KBase Keys to Guiding Key Reference
Knowledge™ Tools Success Principles Documents



A124 Document
Implementation

Requirements/Organizational
Impact

A1235 Review/Approve
Developmental Change
Managgmem F'Ian

A13 Deliver Developmental
Change Management Learning
Plan

A14 Prepare Initial Cadre of
Knowledge Coordinators

A15 Launch KM Squirrels
Program

A16 Consolidate
Developmental Gains

A1234 Design Knowledge Worker Learning Plan

Guideline for Guiding Principles

Performing Tasic Generally applicable truisms that transcend organizations and should be considered as
r ' fundamental guidance for KM initiatives ‘in the Knowledge Age™”,
iPrinciplcs
. .. Whatever training modality is selected and content taught, make sure to follow up
: ~ training with facilitated Café Sessions to discuss topics studied with peers and
facilitators.

See KM Institute KM Methodology, A1141 Understand K Cafés

Lesson Module

A n existing ednodule of 3 course rejevant o this achivibtask. Freferably, module
availabie in the KBase. List of other refevant, remote courses might be advantageous,
included here as well .

Study KM Institute KM400, Module 1.14 K Café Technigues.

Guidelines

A statement of policy/procedure which provides direction/ quidance ; helps delermine a
course of action for this activitylask. Guidelines could be formal policies, requiations,
stalules that constrain or direct the approach usedfor this activily or task.

There are basically four types of training that have emerged as essential ingredients in

successful transfarmation efforts. Here they are listed plus some guidance or the basis
for each type.




4124 Document
Implementation

ReguirementsOrganizational
Impact

A1235 Review/Approve
Developmental Change
Management Plan
A13 Deliver Developmental
Change Management Learning
Plan
A14 Prepare Initial Cadre of
Knowledge Coordinators
A15 Launch KM Squirrels
Program [
A16 Consaolidate
Developmental Gains

A1234 Design Knowledge Worker Learning Plan

Guideline for Techni
Performing Task: - TIqUEs

o ] Specialized procedures/methods fo be Used for this aclivity - Tt the pieces togeifier
-4 - r_T Techhiques dor't hecessarlly require g tool, fyplcally more technoiogy based.
E o -:E:,J__ S Seethis KM Institute KM Methodology, A1141 Understand K Cafés.
= e A1141 defines different Café types to meet alternative objectives, as well as

instructions and animated Powerpoint slides that can be used to depict and
demonstrate the dynamics of different Cafe rotations.

Keys to Sucecess

m RHecommended analydtical creative or practical Hps for improving peformance
of this activity or task.
E Ve

‘ Barriers to Success

Ezutlons and specific actions to avoid when pefdfarming this activity or fask

WYy Transform ational Training Efforts Fail — "one size does not fit alll®

Contacets

Specific ealleagoes fhrough whom yol can galn aooes s o needed Information and

;iﬂﬁl Ilk' know fedge (o beffer perform this activily ariash



Knowledge Maturity
Model (KMM)™

INSTITUTE™
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Create a Learning Organization

Sophisticated, established and complex disciplines often
develop maturity models as they mature, such as SEI's
Capability Maturity Model (CMM)™. Some KM maturity
models were developed prematurely in 1999-2003 era.
But, little work has been done since. It's about time, KM

as a discipline, and associated tools and methods mature.

We've surveyed the original models and new ones in the
context of emerging ‘Best Practices’ in KM Methodology.
We found, commensurate with a Knowledge Age focus,
that a maturity model should be not only a diagnostic
assessment tool, but prescriptive as well,

Create the Knowledge Imperative

1. Initial 3 Imperative

Design

2 Aware
Plan Strategy

Plan Change

4 Initiative

It should be continuous not staged, flexible enough
to represent reality, and robust enough to be more
than just aroadmap . The KM Institute’s KMM™
enables the user to not only determine their own
KM maturity level, but how also to move up the
maturity scale, to create the knowledge imperative,
and to realize the full benefits of the emerging
Knowledge Age through successful KM Initiatives.

Please peruse the KMM™ by maturity level, or click
the visual icons to learn more about associated
material.

Manage Organizational Change

6 Enrich
Cont. Improve

5 Expand

Implement | # Initiatives

KN Books of
Knowledge™

Use of KBase
Tools

Keys to Guiding Key Reference
Success Principles Documents
@ Internet

z._.i"'
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KM Roles/Career Progress: Specified Education, Training & Certification
KM Team

CEUs
KM Certification Enrichment Units™

required for certification: 3/11/11 estimates only

Cert K Worker — 25
Cert K Practitioner — 50
Cert K Specialist — 50
Cert K Manager — 100
Master CKM — 150

agrwnE

Enabling
Learning Personal
Objectives KM
(K Workers) (KM410)
2 |Master
CKIl
eKM400

Create

Certified K

Worker
Specs

Create
“Power K
Workers”

Lol

%

- b
/' ﬁ_gﬁi'\@i

Certified K
Practitioner |

Specsl

Members
(CKP)

MCKI | CKMI
(Cert KM
Instr.)

eKM400

Certified K
Specialist
Specs

Specialist

KM Team

Members
(CKS)

Specialty]
Courses
(KM415 -
KM495)

CKMI

eKM400

K Workers
“in K Age”

CKI (cert K Specialist — Instructor)
KM Awareness Series™
KM-90/KM100/
KM101/Exec Briefing

Note: KM100 — passive linear video of eGov
“KM101 — Essentials for Gov Practitioners”

Certified K
Manager Specs

KM Team
Leadership
(CKM)

A

g‘\\\\;&ﬁg <

y 7

MCKM Specs

KM
Executive
Leadership
(MCKM)

Exec
Enrich
Courses
(KM500 | Rsch/

Series) | Prac-
ticum

Corp Exec Team

KEY:

Inputs
(Staff)

L Objective
Specs

Career
9 Progress

Rpplied Resources
(courses, instructors)

Activit

(Outcome)
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