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	The E-Learner


Editor for September 2006 : Andrew Haldane (University of Derby, UK) with a contribution from Joe Lafferty (LifeTree, UK) 

Open Content Initiatives Launched in Europe.
Both the EADTU (European Association of Distance Teaching Universities) and the UK Open University are preparing to make significant tranches of their Open Learning Courseware available online free of charge.
In the case of EADTU (the MORIL project) these will be short bachelor’s level courses in multilingual formats in subjects such as: Politics, Pedagogy, Marketing, Psychology, Computer and Information technologies, Physics and astronomy. The OU will progressively between October 2006 and May 2008 place a substantial volume of its courseware online. In both instances the business case is based on a proportion of users subsequently wanting to enrol for support and accreditation. 
What is significant in these developments is the free of charge access to high quality content specifically designed to support independent learning. The OU, with support from the William and Flora Hewlett Foundation, is investing heavily in tools to facilitate autonomous learning with emphasis on supporting and stimulating  peer to peer collaboration through social networking.  
For OU follow http://oci.open.ac.uk/
For EADTU follow http://www.eadtu.nl/default.asp?hId=4&mmId=39
then scroll down to the MORIL project or go direct to a Powerpoint at 
http://www.eadtu.nl/files/EADTUHelsinki2006.pdf
Trends in Corporate Learning
Introduction:
One of the privileges of being a guest editor for the e-learner is that it provides an opportunity to define a theme for the issue in question. 
When embarking on this task I actually had in mind three pieces that I could contribute but once I came to put them together there were so many common themes and ideas that the separation did not seem entirely logical. However, for the readers information, the three sources that I have drawn on are; the EU e-learning Conference held in Helsinki at the beginning of July, a seminar and report that relate to a UK Department of Trade and Industry “Global Watch" mission to the USA (with the theme "Beyond e-Learning") , and some outcomes of my own work in the UK Higher Education "Flexible Learning Pathfinder" Initiative, of which corporate learning is one strand.
Video of the main plenaries of the conference (including Richard Straub’s keynote mentioned below) can be found at http://www.elearning2006.fi/main.site?action=siteupdate/view&id=26
The programme can be found via the link below but most parallel session inputs are found on the contributor’s websites http://www.elearning2006.fi/ 

For a download of the full report of the “Global Watch” mission you will first need to register at;

http://www.globalwatchservice.com/pages/ThreeColumns.aspx?PageID=102
Many of the developments described, both at the conference and via the Global Watch dissemination represent an extrapolation of an existing and reasonably well-established trend. A hangover from past approaches to training delivery, (that was also often applied in a technology-enhanced learning context), has been a tendency toward a content-led approach. 
This is based on the assumption that if a body of knowledge, defined as relevant by an appropriate expert, is captured and delivered then learning will take place that may (or may not) lead to some positive change in performance. The trend toward a more eclectic range of learning strategies and resources is perhaps symbolised by companies such as Genentech now boasting a Learning and Knowledge Management Department.
While for many years an emphasis on learning outcomes and the integration of learning and its application has been a characteristic of the good practice disseminated at ECLO conferences it is perhaps worth reminding members that has not always been the case elsewhere and, more pertinently, that both the market and the technologies employed appear to be moving very much in our direction.

Background;

Given the antecedents of what is to follow it may be useful to start by explaining the omission of any use of the term "e-Learning" in the title.

The rationale for this can be summed up from remarks made by Richard Straub of IBM, President of EeLIG (the e-Learning Industry Group) in his keynote address to the aforementioned Conference. Notwithstanding the name of his organisation Straub questioned the validity of the "e" prefix in e-Learning. Certainly, if one were attempting to create a brand-name rather than using an inherited nomenclature then the "e" prefix might be unlikely to figure since it perhaps has connotations of technology driving the learning (which has arguably sometimes happened) rather than imaginative facilitators and learning designers exploiting technology to the learners' advantage.
However, Straub, (while observing that if “e” must stand for something it should stand for "enhanced") pointed out that in an era when that the majority of us spend much of our working lives immersed in technology without the need to think of ourselves as "e-working" it seemed odd that, when the same tools are used to access and acquire new knowledge, as many of us so frequently do, we feel the need to label this activity as "e-learning".
When seeking to identify trends that appear to be gathering sufficient momentum to help  form a plausible picture of the medium term future there were, during the EU e-learning conference, a number of references, (which were also a feature of delegate-driven discussions in the "cafe" sessions) to the "digital native" generation coming through the education system and then making their presence felt in the workplace. 
The older "digital immigrant” generation may, in terms of their use of technology, for leisure and social networking purposes appear distinctly different from those whom Wim Veen has colourfully described as "homo-zappiens”.  
http://www.netlearning.se/2006/Presentationer/Wim%20Veen%20-%20Netlearning,%20Ronneby,%20Sweden2006.pdf
However, Straub’s references to the typical knowledge workers' workplace serves as a reminder that, at least in the comfort of  their own working environment, many of the digital immigrant generation have pretty much gone native. Whatever the rationale there appears to be a certain congruence, between the forecast learning style preferences of the digital native generation and the current/predicted learning and development strategies of knowledge intensive organisations.
The list of organisations visited by the DTI “Global Watch” mission read like a "Who's Who" of archetypal knowledge intensive organisations, for example: Genentec, IBM, Cisco, MIT, Stanford, Sun Microsystems. A total 30 organisations were visited.  Those not specifically cited above included leading management consultancies (primarily people development specialists) and suppliers of learning solutions and tools.
As such they appear likely to be both reliable opinion leaders and early adopters of innovation in corporate learning themselves, and to be aware of the strategies adopted by other innovative learning organisations. 
The trends identified have been summarised by Charles Jennings, the Global Head of Learning for Reuters as having three components: Performance Support, Collaborative Learning, and Informal Learning, each of which is briefly examined below
Performance Support

The term performance supported sometimes, although it can be generic is perhaps more frequently used in a context where there are many individuals performing similar functions and a range of data, learning resources, "help” services such as FAQs etc the can be accessed on a just-in-time basis. In other contexts terms such as "workflow learning" and "embedded learning" may alternatively be used to refer to the integration of learning within, and in support of, the execution of the learners’ normal duties.
Collaborative Learning
The trend toward collaborative learning reflects the reality that in the context of a fast-moving knowledge base there are likely to be a number of authoritative sources within the organisation who can share and pool their knowledge to mutual benefit. 
Wikis, where any member of a group can add to and edit a shared and evolving knowledge resource is one manifestation. Storytelling, often by way of a blog, represents the open reflections of an individual and can be a way of making tacit knowledge more explicit. It can often be particularly helpful in situations where the blogger’s job function puts them at the boundary between the organisation and the outside world ; eg. customer relations, supply chain R&D. The blog may be one of the devices that can help a learning organisation to function as an open system by relaying knowledge from the wider world to those whose duties tend to be more inward looking. Similarly, particularly in larger organisations, a blog may be one of the means of sharing knowledge internally across geographical or organisational boundaries.
Informal Learning
It will come as no surprise that the importance of informal learning was recognised (estimated as accounting for 75-80% of all work-related learning) and that it proves in many ways as elusive as ever. However, in fast changing times, devising and delivering conventional training (including e-learning) may have too long a lead time and learning content may become obsolete so quickly as to make the investment untenable. However, corporate intranets and KM systems are making the process finding out – either individually or via social networking/ communities of practice much easier than in the past.  
Assessment and Accreditation
While providing content and then encouraging/coercing employees to access it gives employers some (rather illusory) sense of being in control. In the brave new world, how far employees take advantage of experiential learning opportunities, how actively they engage in learning communities, how assiduously they identify what they need to find out and then track down the knowledge is rather difficult for Learning and Development managers to monitor much less lead/ motivate / reward. The successful application of targeted learning outcomes may become visible through performance review however it would appear that assessment of performance against the desired outcomes is perceived as a growing trend in the US.
Whither Content?
Trainers and content developers may take some comfort in that it would appear that learning through discovery (via internet, intranet or social networks) does not eliminate the need for structured content as a key element among the diverse  range of knowledge resources explored by the nowadays more self-directed corporate learner. However, US – based corporates would appear to be using, and planning to use, much more content that is created by their own subject matter experts using simple authoring tools. Speed, low cost and more precise customisation when not constrained by the need to achieve economies of scale appear to be the drivers. Outsourced high-end solutions are still procured where appropriate but the challenge and opportunity for developers and training providers is to go with the grain of these developments. The consulting needs relate to support for strategy development, effective social networking and support for rapid content development.
Another established trend is that toward breaking down content into more granular units  referred to in Europe by the uninspiring term “learning objects” and by our American cousins as the more exotic nano-learning abbreviated more soberly as n-learning.

Rapid content development tools cited by Global Watch host/contact companies included; Articulate Presenter, Camtasia, and Breeze (links below)
http://www.isoph.com/presenter.htm
http://www.techsmith.com/camtasia.asp
http://www.adobe.com/products/breeze/?trackingid=BHAY
m-Learning

Despite the risk of readers becoming as bored as your author is  by the seemingly endless proliferation of hyphenated terminology mobile learning perhaps deserves a mention. While call charges and other limitations at present hold back the use of mobile phones for learning it would seem that other mobile devices such as PDAs  pre-loaded and topped up with content  are growing in popularity in the US. The low cost/ rapid development segment of the market can be addressed by podcasting for i-pod/MP3 and vodcasting to PDAs or video i-pods may be one to watch
Learning Through Work

The Learning through Work programme at the University of Derby is an example of “workflow learning” that can also lead to credits and full awards of the University ranging from short Certificates of Achievement through to Bachelors and Masters degrees. It utilises the Learning Environment and tools of a UK Government initiative UfI( University for Industry)/Learndirect. Derby’s learners represent over 60% of the UK total of those registered with this initiative. It is a roll-on-roll off programme and the numbers enrolled on the Derby scheme are expected to exceed 1000 in early 2007. The Derby programme has been recently been short listed for the Times Higher Education Supplement Excellence Awards in the “Most Imaginative use of Distance Learning” category.
Programmes are individually customised and the execution of work programmes and deliverables for the employer that demand the application of high level skills are integrated and assessed. Employers’ structured training inputs that develop high level professional skills can also be incorporated within an individual’s learning contract.
It is often necessary to produce additional evidence alongside the outputs produced as part of the learner’s workplace duties. In an age when knowledge dates rapidly employers are recruiting graduates and postgraduates in ever greater numbers because they also value meta-competences that Higher education develops. These include analytical, problem solving and reflective practice skills as well as self-directed learning/researching and information processing capability. Additional evidence of capability that might not have been generated except for HE assessment purposes is therefore valued by employer and employee as a means of making  more explicit the informal and experiential learning deployed in the execution of workplace duties and as evidence of the continuing development and  deployment of HE level metacomptences.
http://www.learningthroughwork.co.uk/index.php
	Andrew Haldane

Flexible Learning “Pathfinder” Manager

University of Derby
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Leadership without easy answers by Ronald Heifetz
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In this very interesting, thoughtful and relevant book Heifetz focuses on the delicate ‘modern ballet’ of leading change in complex world, in particular focusing on 'messy' problems were authority is limited, goals are unclear and values may be in conflict.  I think Heifetz makes a significant contribution to leadership thinking.  His writing has depth, weaving insights from his triple career as a musician, psychiatrist and management educator.  

I believe this book should be required reading for senior leaders in all sectors.  

You’ll love or hate the style.  Some find it a bit repetitious, and there are no explicit models/tables/diagrams.  It’s very much in the Harvard style of case or narrative/story.  Personally, I like this, because it makes the reader do some work for themselves. 

He defines leadership not as a position in a social structure, nor as a series of traits or attributes, but as an activity. Arguing that ‘this allows for leadership at all levels in a social system to emerge’.  He explores the issues of leadership and authority, not simply deconstructing leadership.  He also explores the area of leadership in complex social settings where authority is unclear. 

He defines the main task of leadership as ‘adaptive work’ clarifying the difference with ‘technical’ problems.  Core to this ‘adaptive work’ is working with values and value conflicts - helping and enabling people to adapt values that are more helpful to achieving organisational or community goals.  

Heifetz has had a significant influence on public sector thinking in Scotland, and if you work in this sector, you’ll probably have heard phrases like ‘adaptive vs. technical problems’, ‘get on the balcony’, ‘case in point’ or ‘threshold of learning’.  

His work is very ‘process’ orientated, and the more ‘task focused’ amongst us may struggle a little with this.  However, my view is that while there is an increasing focus on ‘reflective practice’ amongst professionals, there is very little ‘reflective practice’ on our leadership.  This book is an excellent resource for your own reflection, and if you apply some of the concepts, may help significantly improve your own leadership performance. 

	Joe Lafferty
LifeTree
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