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Objectives

Spot changes happening in your org
dentify: what needs to be known
dentify those who know.

dentify those who need: to knew

Plan tormove the' information efficiently —
the knowledge transfer machine




Business Metrics

Reduce ramp: up. to: productivity.
Reduce turn-over from burnout

Develop a knoewn pipeline ofi next
generation leaders/managers

= Reduce rework stemming from lack of
skills

= mprove morale because communication
IS PELIEN andl EXpPectations arne clear




Changes You Face

Onboarding new. employees
Recovering from reorganizations

Kicking off new projects and adding resources to
existing proejects

Mergers and Acguisitions

Intreducing new technoelegies, systems or
stanadards

Retirnng werkers with singular knowledge

Cross-training to improve: flexibility in the face of
PUSINESS changes

New markets and! customers
New: products




What must be known?

Skills

Processes
Standards

Tools
Tremplates
Policies
Suceess Metrics
Reguirements

History.
Tribal knowledge

Collaborative team
ISsues

Customer iIssues
Culture

Communication
Strategies




Who Knows?

= EXxecutives

= Managers

= SUpervisors

= | eads

= Jraining Dept

m Key employees
= “Primary” Mentors
= “Sile” Mentoers




Primary: Peer Mentors

Takes on a new person from “soup to nuUts”
= New to.company

= New. to group

= New to project

No authornity.

Usually in same or similar rele

IHelp them navigate the onbearding Process
Tiraining/proving ground for future managers
Measures knowledge of general skills




[Helps with these Changes

Onboarding new employees
Recovering from reorganizations

Kicking off new projects and adding resources to
existing projects

Mergers and Acquisitions




Silo Peer Mentors

Takes on a specific topic specialty

Shares the enboarding role but in a specialized
way/

Senves as the go-to person and trains many
people (new or existing) on the tepic

Improves consistency by being central

Better for those with less mgmt
Interest/instinct/potential

Mieasures knowledge of a specific skill




[Helps with these Changes

Introducing new technologies, systems or standards
Retiring workers with: singular knowledge

Cross-training to improve flexibility in the face of
pusiness changes

New markets and customers
New preducts




You alreaady have Peer Mentors

" Take a few minutes to write down the. names. of

the primary and silo mentors you already: rely
on.

= [Eor the silo mentors, note their specialties, I.e.
= Security.
Coding standards
Build precess
ool usage/maintenance
Debugging/Preblem Selving
HOW tO...
Knewledge off a customer




You already have Apprentices

= Take a few minutes to note the people who
need to learn from your list of peer mentors

= New employee, vendor, temp, or intern
= EXxisting employee - new. to the team or project

= EXxisting employee - new. to the skill (cress
train)

= Semeone on anether (collaboerative) team
= Custemer/client
= [ eader/VManager




Define Roles

= How do your prmary mentors know what
IS expected?

= Are the siloomentors formally identified and
their roles established (1.e. active Vs.
ieactive)

= \Nhat Is the difference between the
Manager rele and the mentor rele?




Ensure Predictable Transfer

. Assign a primary: or silormentor

. Conduct a first meeting (mgr, mentor,
apprentice) to set expectations

. Provide “air, food and water” checklist
. Explain the big picture

. Customize a measurable training plan




laentiiy “Alr, Eood and \Water”

= \Norkstation; set up with current tools
= Email, voicemail up and running

Current documentation
Permissions/Security
Resoeurces (I.e. mentor, admin, help desk)
nireduction to core team

= Added to team meetings and! distribution
lists




Explain the “Big Picture”

What IS your team’s mission or purpese?
IHow do you fit In the larger organization’s mission?

\Who are our custemers and are they all'the egually
Impoertant?

\Who are our competitors?

\What are yeur specific products ol SEnVICes?
IHow. IS yeUur team’s SUCCEeSs measured?
Where are we inithe preduct or senvice cycle?
IHoW! dees; the Work flew?




Make up Training Plans

= Deconstruct each job or specialty into a series. of
skills that can be taught. For example:
= \Write a standard test plan
= Run;the compiler
= Post a bug
= | ead a kickoffimeeting

= Decide hew tormeasure (test) If the skill s “knoewn”
= Explain the steps in the process and why each Is Important
= Explain the 3 mest common mistakes and how: te aveid them.

= Proyvide a list efi resources te elp pass the test.
= Eermall training
= Current decumentation
= Sile Mentors
= Examples




The Eive Minute
Meeting Plan Agenda

Explain meeting purpose

Explain relationship to job
Outline main points
Note jargon

Identify practice
opportunities

List other resources




Business Metrics

Reduce ramp: up. to: productivity.
Reduce turn-over from burnout

Develop a knoewn pipeline ofi next
generation leaders/managers

= Reduce rework stemming from lack of
skills

= mprove morale because communication
IS PELIEN andl EXpPectations arne clear




Examples

= |ntel onboarding a team inr Shanghai

= Boeing rehinng 737 mig employees

= Vicrosoft ensuring| every intern Is mentored

= Electronic Arts grows studio. by over 700
people (60%) In 2 years

= Nike on-beards sales and customer senvice
employees

= Class Soltware trains entire: company’ So
they’re ready 1o glew.




For More Info

= Next class at Construx is October 121,
= “Teach What You Know™




