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The improvement of workplace learning requires a critical examination of what is currently provided and the structures and regulatory framework within which it takes place

It also required an understanding of how workers learn as individuals and collectively
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Existing employees need to increase their skills and adapt to changes in work organisation and technology and at the same time to improve their wider employability in the labor market in the event of redundancy

P7
Comment on the shift in vocabulary from training to workplace learning. Training implies an intervention which is formally structured and involves the transfer of a body of knowledge whereas workplace learning is more encompassing and involves locating learning in social relations at work

If we adopt the definition of the workplace learning task group which reported to the national advisory group on continuing education and lifelong learning it refers to " that learning which derives its purpose from the context of employment" Sutherland 1998 p5   This goes beyond training which is narrowly focused on the immediate task and restricted to business needs but involves "learning in through and for the workplace". In adopting the broader definition of work place learning it explicitly addresses the learning needs of a variety of stakeholders in the workplace : employees potential employees and government in addition to those of employers

Learning in the workplace
can refer to a variety of different forms of learning which may or may not be formally structured some of which take place spontaneously though the social interactions of the workplace

Learning through the workplace
Learning opportunities that are accessed as part of the employment relationship
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Learning for the workplace
Learning opportunities that may be narrowly or broadly defined example of former is job related training example of latter general education. Former is considered as training for employer need latter is seen as training for employee need
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Since the workplace affords many informal opportunities which result from interactions in workgroups and from the structure of the work environment the challenge is to identify strategies to assist workers who support the learning of others
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The theories that are best fitted and therefore currently dominant in the search for better understanding of work place learning are constructivist and sociocultural. These are important as they emphasise the significance of the context and environment for learning. They recognise the skill and knowledge as embodied and they acknowledge the significance of power relations. They consider the tacit as well as the explicit dimensions of skills and knowledge and the ways old knowledge and new can be linked in processes of knowledge construction. These perspectives taken together show how people learn through purposeful interaction in social settings and explore ways in which their knowledge and understanding can be further advanced through structured teaching and learning

P12
Cites lave and wenger 1991 and wenger 1999
Studies of situated cognition and the ways in which skills were constructed recognised and ascribed value in workplace environments and communities of practice
This social process of learning can be considered a gradual process of growing participation in communities of practice which originally was seen as a group if experts collaborating to accomplish a common aim
According to this concept learning is a simultaneous process of belonging ( to a community of practise ) of becoming ( developing an identity as member of this community) of experiencing ( the meaning of the common work task) and of doing ( as practical action contributing to the common work task) wenger 1999 5

Suggests that while some consider this as far removed from workplaces of modern society many have built on the research and obtained from  it insights important not only to the understanding of learning in professional and workplace communities but also for rethinking how social and vocational disengagement occurs and how people may be reconnected through situated learning
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Our constructs highlight the following features while recognising the socially situated nature of the learning

The individual biography of each person is highly significant for their engagement in the learning environments and communities in question

Workplace learning that does not take place n closed communities may hav the goal of enabling people to " move through" and to "move on"

The concepts of novice and expert do not have the same salience: newcomers bring capabilities with them they participate move through and eventually move on with strengthened capabilities which they share on the way. Expert status in this context comes with the responsibilities for creating and maintaining the environment for full participation.

Ensuring engagement of people whether apprentices or experienced workers in the intended learning is often the single biggest challenge for educators and trainers since without engagement there is no motivation and no learning

Expanded concepts view learning as situated
In practical activity
In the culture and context of the workplace / learning environment
In the sociobiographical features of the learners life

Learning that is situated practically involves

Engagement in actual work practises and work groups
Access to programmes of activity
The time and space provided for learning

Learning that is situated culturally is consistent with
The history and culture of vocational education and training in the org and area
The working milieu in general

To be situated socially/ bio graphically requires
Shared responsibility for learning and personal development
The adjustment of the learning context to learners interests and experiences
Links between activities and chains of support
The acknowledgement of social and emotional dimensions of learning
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When learning is viewed as social interaction in a learning community the conventional relationship between teacher and learner is questioned.  Learning cannot be understood as a one way or two way process but has to be viewed as a common activity. This is a special challenge as the teachers role will need to be revised considerably. Teachers and trainers need to fulfil new roles as tutors coaches advisors and mediators and it is important to develop suitable training conditions to enable them meet these new professional challenges
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If we are to understand workplace learning and if we are to improve it it is important to take a holistic and integrated approach
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Despite the rhetoric about the learning society and the learning org for most employers workers learning is not a priority and presents third order decision. First order decisions concern market place competitive strategy. These I turn affect second order strategies concerning work organisation and job design. In this context workplace learning is likely to be a third order strategy keep and mayhew 1999

In large complex org translating expectations set at corporate level into  practice may be more difficult
Gives example of research into two hospital units in same hospital which demonstrates that within the same org different units may have very different cultures of learning . . Case study done by Munro
Different dept in same school have different approaches to cooperation and information sharing
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At the lowers levels The past experiences and dispositions of individual workers will affect the extent to which they take advantage of the opportunities afforded by their immediate work environment
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Workers in the same org may have different aspirations and will perceive the learning opportunities around them in different ways.  Dispositions toward work and learning are also related to gender ethnicity social class and age. It follows that effective improvement of the learning environment should as far as possible take account of these dispositions and be flexible in scope allowing for and encouraging a range of possible reactions

The first step toward an integrated approach is to understand that making significant improvements to work place learning has implications for the culture and practises of the workplace concerned. The difficulty is that if one or a small number of factors are changed there may be knock on effects on many others some of which are difficult if not impossible to predict. Equally an apparently sensible and straightforward attempt to change a small group of factors may be undermined and rendered ineffective by the impact of others
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The complex and integrated nature of work place learning results in a possible paradox. On one hand we are trying to say things about improving workplace learning that apply across our varied research sites and across workplaces more generally. That is we need to produce generalizable guidelines to the improvement of workplace learning. On the other hand because so many different factors are involved and interrelated the actual nature of work place practise and workplace learning can look very different from one workplace to the next even within the same organisation
