Figure 2. Proposed maturity model for CoPs based on research for this project
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Maturity level

Direction

A weak belief that
working with others
outside the
organisation or
profession would
help, but no clear
domain

Domain(s) not yet
clear to all
members

Shared passion for
the domain

Clear and agreed
outcomes for the
domain

Shared focus on
the domain but
within this reflexive
and adaptable
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Leadership

Unclear leadership
and just about

struggling from one
meeting to the next

A leader has
emerged who
despite limited time
can convene the
CoP and include
suitable members

A leader has
emerged with
sufficient time and
capacity to facilitate
the CoP effectively

Skilled leaders can

include, enthuse and

galvanise learning

Leadership is shared

Membership and
collaboration

Meeting attendance is
ad hoc, volatile or
stagnating

Members are aware of
how to meet and when

Structure for meeting
and learning is in place

Agreed sense of who
needs to be in the CoP
and how to work

together

Those who are in the
CoP are sufficient to
make the desired
progress within the
respective domain, and
they can work together

Integrity and
vitality

CoP members
interact
sporadically and
with little energy
and enthusiasm

Energy is
concentrated in a
small number of
usual suspects

Energy is spread
widely within the
CoP

Leaders ensure
an energetic.
purposeful and
inclusive
atmosphere

CoPs feel and act
like energetic and
ethically driven
groups

and capture

Conversations tend
to be repetitive with
no rhythm of

progress in learning

Threaded

discussions exist but

these are not
systematically
developed into
insights

Members can
remember and build
on insights and new
knowledge created
by the CoP

Information and
knowledge created
in the group is well
curated

New, creative
insights are
generated and
communicated

Knowledge generation Use of knowledge

and improvement

Learning is sporadic
and infrequent with
little impact on work

Learning stays in the
CoP and has little
resonance in wider
work

The CoP is a place
where learning is
shared and
reflection takes
place

Themes emerge
from members’ work
and support situated

learning

The CoP provides a
platform for
members to learn in
work situations and
collectively reflect

* To achieve level 4 in a column, a CoP must meet the criteria described in the rows for both levels 3 and 4. To achieve level 5, it must meet the criteria described in the rows for levels 3, 4 and 5
Source: original work based on research for this project

Impact
and value

The CoP rarely if ever

discusses the value
it creates

Accounts of value
added are unclear
and unconvincing

Members feel the
CoP adds value and
some external
resource-holders
share this feeling

There are good
stories about the
value created that
are widely shared

The CoP has
acknowledged and
visible benefits in
the quality of work
done

Sustainability,

sunsets and renewal

The CoP is
maintained on
life-support by
external organisation
and inertia

Membership levels

totter on the edge of
stability and purpose
is often not renewed

A steady number of
members join
organically around
the core domain

Succession plans
ensure continuity,
and appropriate
turnover of members
is welcomed

The CoP survives
and thrives without
individual or
organisational
support and knows
if its purpose is
complete
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