Discussion draft 1
Rosenberg (2006) refers to the thoughts of a colleague who suggests that organisations go through three stages when implementing e-learning.  In the first stage, the tendency is for organisations to focus on quantity and success is measured on making large amounts of e-learning content available as quickly as possible, he describes this stage as “we need to get into e-learning” (p.2).  This description coincides with the initial implementation of e-learning within this organisation as it endeavoured to deliver large amounts of compliance content, as quickly as possible.  During this stage the appointment of an instructional designer was regarded as a means to design and deliver in-house content faster.  It could be argued that at the time the decision was made to implement the web casting system in 2011, the organisation was still in that first stage with the technology viewed as a means of delivering more e-learning as quickly as possible, however it may also indicate the start of the organisation’s move to stage 2 as the system was also regarded as a method of facilitating a more blended approach to delivering training.  Rosenberg (2006) describes stage 2 of e-learning implementation in organisations as when the organisation recognises that “we need to get better at e-learning” (p.2).  Here there is experimentation with new ways of design and delivery.  Online learning is blended with class room learning, the focus is on quality and impact and success is based on innovation and return on investment.  This research has shown the organisation is experimenting with new ways of design and delivery.  Until the introduction of the web casting system, e-learning was not combined with face to face training within the organisation.  The implementation of the web casting system was seen as a means to support and embed the learning initiated at the organisation’s management development workshops through synchronous broadcasts and asynchronous pre-recorded modules.  It illustrates the organisation’s first approach to blended learning.  While it has been agreed that the system will support live broadcasts in the long term, constraints with the technology have led to a decision to pre-record the modules required for the management development programme using other means.  This demonstrates the innovation that Rosenberg (2006) refers to as an indicator of success during this second phase, as the organisation finds other methods to deliver pre-recorded modules which will combine with synchronous broadcasts and support the face to face workshops. 
Rosenberg (2006) contends the emphasises during phase 2 is on quality and impact.  The research indicates that both quality and impact have been primary objectives at all times and in all areas in the organisation from system testing through to content design and delivery.  Whilst the consequences of adhering to these objectives have led to significant delays both for the implementation of the webcasting system and the launch of the LMS and learning material for the management development programme, the experience has resulted in some key learning for the organisation.   Firstly, the strength in the webcasting system selected is in its ability to support live webcasts which may be recorded for future reference.  For high quality pre-recorded modules it was more efficient and effective to use other methods which allowed recordings to be edited.  Secondly, when recording modules it is necessary to ensure the appropriate equipment is present; this includes suitable microphones and autocue.  The suitability of the microphone lies in whether it facilitates or restricts the movements of the presenter while the use of autocue enabled presenters to address the camera improving their delivery.  Thirdly when preparing scripts for presentations it is important that they are written in less formal language with appropriate pausing inserted to ensure a more natural and engaging delivery.  Although scripts can be prewritten and practised before a recording it was found that it may be necessary to include some slight amendments during the recording session to achieve greater impact.  Fourthly there is a need to ensure that all trainers and presenters have suitable training before recording training or communications.  The engagement of a media expert to provide feedback to presenters and trainers during the initial recordings proved hugely beneficial for those concerned as they learnt literally on the job.  All presenters and trainers agreed that their delivery was enhanced and their confidence increased as a result of the feedback received.  Finally and most importantly there has been a realisation that when using this new medium it is important as a presenter to engage and be engaging throughout the delivery.  The implementation of the web casting system and the design of training content using trainers in pre-recorded modules has been likened in the organisation as similar to making the move from radio to television.  The recordings have been completed by senior managers and trainers who have had no previous experience in using this medium.  At times it was difficult to emphasise the importance of what was required from managers and trainers during the recordings.  To raise the level of awareness of the need for quality and impact the L&D manager has circulated the Time Magazine article on the first televised presidential debate between Nixon and Kennedy to all senior managers and presenters who will use the new web casting system or who will pre-record training or departmental communications.  The article illustrates the importance of engaging the audience through personal presentation, body language and scripting when using a new medium.  Final recordings have shown the desired level of quality has been achieved, and will set the benchmark for future recordings. As previously mentioned the quest for quality and impact have led to unanticipated delays in producing the training material required.  It is expected that as time progresses these delays will reduce and pre-recorded content will be produced faster.  It is also anticipated that the skills learnt and the procedures which should be followed for pre-recording training modules will enable faster development of content and improve presentation skills for live broadcasts.  
[bookmark: _GoBack]Rosenberg (2006) describes stage 3 as a shift in emphasises from training performance to business performance “we need to support workplace learning and performance across the organisation” (p. 2).  The research indicates the organisation has arrived at stage 2 but is preparing for stage 3.  By training and supporting employees to use new learning technology there is a recognition that the role of Learning and Development is changing within the organisation to what London and Hall (2011) describe as moving from “designer and controller to facilitator and guide”(p.757).  While stage 2 may take some time to embed in the organisation, the foundation to move to stage 3 is already being laid.    

  


