Understanding Learning at Work Boud and Garrick

Chapter 1 understandings of workplace learning
Boud and Garrick J

P1

A new focus on learning is changing the way businesses see themselves

Modern organisations ignore learning at the cost of their present and future success

There are few places left for employees at any level who do not continue to learn and moreover their effectiveness throughout their working lives

There is no place for managers who do not appreciate their own vital role in fostering learning

Employees develop skills of expression and communication which spill over into their personal lives. They learn new ways of collaborating and planning which they apply in the families and community org to which they belong

P2
The main messages from contributors is that there is no single way of understanding learning at work and there probably should not be one. Many perspectives are needed not only because of diversity of work and the differences that exist even within a single org but also because learning in work is multifaceted

P3
The nature of work is changing with knowledge being regarded as the primary resource

Along with the move towards knowledge workers have been the prescriptions for business and industry such as the creation of learning organisations in which learning at work is seen as a pivotal concern

An understanding of workplace learning means recognising its complexities it's competing interests and the personal political and institutional influences that affect it
We argue that it is imperative that learning at work be regarded as more that the techniques and strategies designed to improve performance or commercially exploit knowledge. It must always entail a consideration of the situated ethics of what is being learned and who is doing the learning

P4
Workplace learning why has it become so important

As society becomes more complex so too does professional labour distinction between life and work learning and production community and enterprise are becoming less firm shifting boundaries and changing values and purposes of work affect the physical emotional and cognitive demands on workers at all levels
Abilities are required that put knowledge and expertise to use in unfamiliar circumstances so there are demands for flexibility communication and team work
Unions and governments urging stronger relationship between industry and education. Agendas of all favour forms of knowledge which are useful.  Question is what can employees do
P5

Initiatives in uk which promote non vocational learning at work. This is part of responsibility of modern enterprise to develop the person as a whole and foster civil society

What is WBL
Concerned with immediate work competences and future competences. It is about general capabilities of employees as well as specific and technical and it is about utilisation of their knowledge and capabilities wherever they may be needed in place and time
The workplace has become a site for learning associated with development of enterprise through contributing to production effectiveness and innovation and development of the individual thru contributing to knowledge and skills and capacity to further own learning both as employees and citizens

Improving performance for the benefit of the organisation
. . Of self as worker
.. Of team or work community
. . Of the enterprise

Improving learning for the benefit of the learner
. . For self
. . For ones growth and lifelong learning

Improving learning as a social investment
.. For citizenship including the environment
. . For team or work community including learning organisations
. . For future enterprises - creating the future

Chapter 2 the changing contexts of work Catherine casey in boud and Garrick

P18x
Workers must be willing and able to learn and perform new tasks take on different roles and be easily redeployed in the flexible new work place

P21/22
Org designed around the capabilities of information technologies enables org to downsize while increasing production and competitiveness. Multi skilled information integrated workplaces require fewer levels of org hierarchy. These structures provide more rapid response capacities to org change but also provide employees with opportunities to exercise new forms of skill knowledge responsibility and commitment. As work becomes more abstract requiring flexibility manipulability and analysis employees experience new challenges and forms of mastery

A data rich environment enables and requires new forms of work organisation and new management practises that recognise and positively exploit the blurring of boundaries and despecialisation made possible by new production technologies

The new flows of information between multiple users create opportunities for innovative methods of information sharing and exchange

P24
Globalisation
Employees across geographic locations with access to centralised databases can access and coordinate many levels of data for a variety of purposes. Airlines libraries data banks and informated organisations have access to their own and other contracted users information 24 hours a day. The capabilities enable information processing work to be performed across then globe in a matter of minutes

P25
The emerging decentred workplace in which knowledge workers or symbolic analysts and outsourced multi skilled entrepreneurial workers with laptops and mobiles can work anywhere where they have Internet connection
Alongside global knowledge workers are workers and non workers exp dramatically a altered conditions in existing workplaces and the effects off management practises designed to cope with the globally competitive market place


Chapter 3 learning to work and working to learn Ronald Barnett in boud and Garrick

P29
We live in an age of "supercomplexity"
Our world is characterised by contestability challengeability uncertainty and unpredictability
His arguments is that in conditions of supercomplexity work has to become learning and learning has to become work

Do we learn in order to work more effectively or do we learn through our work
Suggests it must be both.  Asks is the learning in both situations the same and suggests they are separate activities that are rapidly converging

Learning acquired independently of the work situation could be professional in form learning acquired within the work situation could be a matter of knowing how to get by in similar circumstances. Effective work seems to require both types of learning

P30
What counts as being effective in particular environments within the world of work may not be spelt out but it will be picked up the mysteries are revealed even if they are not made explicit

Suggests this is a philosophy of it will be alright on the day and is not sufficient

Suggests three strategies to adðress the matter
In house training schemes
Professionals are members of associations which encourage peer development
Institution of education are finding markets in the corporate sector for their services
Suggests the three forms of learning are distinct but spawn hybrid forms of employee development combining formal and informal learning

P31
The development of a global economy with flexible labour markets networked systems and infrastructures and international corporations aided now by the information technology revolution making possible virtually instantaneous flows of information decisions and capital around the world.  These are the main features of the causes of increasing social change

Talks about information overload - research papers  unread
Increasing media - email Internet mobile phones informational overload increases
Increasing information expands ones range of options so decision making becomes more complex

P32
Suggests supercomplexity is a situation where different frameworks present themselves
Frameworks thru which we understand the world and ourselves and our actions within it
Suggests frameworks multiply and conflict with each other example doctor whose role is becoming more of counsellor and reflects that perspective offered by background of medical science are insufficient  for the widening role
New frameworks can run against own basic framework
Suggests ones basic framework may need to be changed suggests dealing with new frameworks and own frameworks one can come to see both the world and oneself in a different way
Supercomplexity can be challenging and disturbing

Learning in work
Suggests learning is embedded in work
Work provides learning opportunities but not always
Suggests a lot of work is routine even at senior level
P33
Suggests learning is embedded in work at a more general or sociological level
Work is under influence of external forces
Suggest 3 dominant factors
1.Globalisation - interconnected ness of economies events happening at a distance have an effect
2.The government
Adopting regulation or standards governing private sector
3. Information technology revolution
Suggests that the learning lies not in mastering the techniques of manipulate data but in the forms of communication that computers make possible

P34
Example of netiquette meaning of messages is changed and even distorted
Netiquette provides protocols to lessen the corruption of information

Suggests change is structural and so learning is structural
Suggests individuals may be unwilling to learn or change but eventually this will catch up with them

P35
Work in learning
Learning calls for work
Learning presents personal and intellectual challenges
Learning is unsettling in personal terms
Our sense of ourselves as individuals with a certain authority rooted in what we know and understand is easily shaken if we have to disclose that we still have much to learn
Learning is existentially discomforting and especially so in work setting
Learning is associated with being young and in a state of  personal development
To admit to being a learner is to admit to being uncertain
Especially if the learner opens themselves to a learning situation imparted by a junior colleague in the company of junior colleagues

In a learning organisation everyone is a learner but this requires a particular org culture - if everyone is a learner then potentially we can all learn from each other
Suggests peer learning doesn't tend to happen at best there is a recognition that we are life long learners and learning opportunities need to be opened up to individuals
More radical step that we can learn from each other is rarely taken on board and it is partly the existential challenges to ones personal authority status and legitimacy that that further step would usher in that prevents it from being seriously tackled
Learning adds to ones workload

P36
The degree to which learning is alien is a feature of its load on the individual concerned
Load can be cognitive mastering new concepts
Load can be operational having to master new skills
Load can be experiential having to accommodate new set of relationships with the world and with those in the work environment

Asks what does it mean to say learning is work
Learning in a sense stands outside of oneself. It is an entity or object that has to be confronted. In its externality learning takes on the characteristics of work

The challenge that learning presents is not just a matter of willingness or unwillingness. Gives example of concert pianist who undertakes practice willingly.  It does not feel like work to him but suggests that practice is so part of identity that demands it presents come from within

Learning is work as one has to yield to new experiences. If they are worthwhile and offer opportunity for learning of any significance they will be complex and challenging
Challenging because they present demands for understanding of a capacity to act or of self reflection
Through the new experience ones challenged to understand the world in a new way ref 6 a new idea or perspective is presented  onto act in the world in a new way one engaged with others differently or one comes to understand oneself in a new light

P37
Learning in a work setting can incorporate a mix of these forms of learning so is challenging in multiple ways this is why it feels like work  it is challenging in terms of knowing acting  and reflecting simultaneously
External features of ther world exert their claims on oneself ones organising frames for experiences and engaging with the world
A he same time one is being asked to comprehend a new process or product or set of ideas, a new way of dealing with those ideas and a new way of interacting with others and handling oneself
In more open networking environment may have to deal,with ideas coming for other domains of professional life may have to relate to people in global economy who have different culture and with whom communication may be problematic

Learning opportunities may be acknowledged formally as opportunities but inwardly felt as threats

@@@@@@
The challenge to those concerned with developing a learning org is to turn the inward sense of threat into a more publicly visible sense of learning ad an opportunity

Learning of any seriousness or challenge is a form of work it calls on individuals to yield to the demands of an experience or set of experiences

Learning is becoming work thru the expanded challenges of supercomplexity
Learning is no longer an inward experience and challenge but a matter of confronting multiplying expectations standards and evaluations which stand outside of oneself and which as with work itself to a significant degree cannot be anticipated in advance

Just as work can be overburdening demotivating and even threatening so to can learning especially if it is imposed on individuals and if they are poorly supported in personal and in resource terms

P38
Learning can benefit from a supporting framework which is designed to address anxiety through mentor ship and material aspects such as time allowances and financial support

Challenges to fundamental frameworks of self understanding ones understanding of the world and ones relationships with others call for an abandonment of ones primary way of looking at the world or at least to take seriously that there can be other quite different ways of viewing the world
The learning challenges are supercomplex they demand that we learn new techniques new ideas or new practices they demand that we become different kinds of human being

Sometimes we refuse those demands the challenges are so considerable we find it difficult to embrace them

P39
Such challenges and the learning that goes with them are often org in character
Organisational learning needs to take on a supercomplex dimension

Suggests two levels of responsiveness
Reactive responsiveness
Challenges met when they cannot be ducked. Responses are ad hoc learning occurs only when it has to
Anticipatory responsiveness
Based in theory that the future will be somewhat like the past or that it can be told to some degree. Strategies can be developed

Suggests that in an age of radical uncertainty neither of these responses can hold

Suggests anticipatory responsiveness points us towards not just a readiness to respond to change but an engaged responsiveness
This is where org is continually engaging with its environment in a critical way
For that it will have multiple frames of reference up its sleeve or will be able to generate them

Org learning under conditions of supercomplexity becomes a matter of generating capacity for continuing creative insertions into an org environment

It is not suddenly obliged to review its mission it's values its assumptions it's sense of itself or its view of its relationships with clients because these are continually kept under review and new conceptions of each are continually being generated
P40
The org becomes literally an org that knows how to learn

Learning and supercomplexity
Under conditions of supercomplexity work demands learning not just promote or encourage it
P41
Total responsiveness is called for individuals are part of their org and org live thru the individuals that are attached to them
Informal learning is often made effective by formal learning situations while formal learning can only be backed up by informal learning. Point is that learning is dynamic rather than static

Suggests that responsive stance condemns the learning to always being behind need engaged responsiveness in which one is learning thru bringing alternate frames of reference to bear on the frames of reference which are presented

Suggests we can only live effectively under supercomplexity f we are engaging with the total environment with which we are presented. This means we learn by responding to supercomplexity and contributing towards it
We can never get on top of it but we can cope by intervening in the world learning as  we do so

Could say that this is action learning. We contest our existing frameworks by presenting alternative frames. We learn by acting and evaluating and by inserting into the world our thinking and acting

P 42
Suggests learning has to become work it has to become serious it cannot be undertaken lightly the stakes are too high
Suggests not just personal and org survival are in question but also the fate of societies
Learning has to become work so that it is undertaken to exacting standards
In a situation of supercomplexity work has to become learning and learning has to become work this is not an enjoyable state of affairs but one in which we find ourselves

Chapter 4 new dimensions in the dynamics of learning and knowledge
Judith h. Matthews and Philip c. Candy in boud and Garrick

P48
One outcome of the shift from traditional to knowledge work is the recognition that an org wealth exists principally in the heads of its employees and moreover it effectively walks out the gates everyday
This understanding fundamentally changes priorities work processes and employee relations
P49

Move to knowledge era has brought about changes in org structures strategies culture and patterns of interaction. More flexible org forms have replaced bureaucratic structures
At heart of changed practises is increased valuing of the orgs intangible assets its people and recognition that the important factor is not so much the static stock of knowledge which employees have as the dynamic process thru which the knowledge is enhanced and renewed

Factors such as
Rapid rate of change in most occupational  areas
Explosion of knowledge in many fields
Widespread impact of technology
Geographic and occupational mobility
Mean few can escape the need for continuing WBL

P50

The effective practitioner today is one that actively seeks out opportunities for new learning and who is constantly scanning the environment in an attempt to predict what the major new directions will be
This type of learning is generative or anticipatory rather than reactive or maintenance
In view of emphasis on anticipatory learning the ability to learn is regarded as a principal competency one which distinguishes the successful practitioner from the less successful practitioner and hence the successful org from the less successful org.
Tis ability to learn is made up of a complex of personal attributes and abilities many of which may then be enhanced through educational intervention

Notions of learning and knowledge
P52
Many different facets to knowledge
Declarative - knowing what
Procedural - knowing how
Knowledge that is explicit and publicly shared
Knowledge that is tacit or implicit cites sternberg 1994 knowledge need to adapt to environment is not explicitly taught or even verbalised
Cites kolb 1994 personal or social knowledge

Suggests large portion of org knowledge lies in
Cognitive understanding of workers
Learned skills
Deeply held beliefs of individuals

P60
Principles for action
1. Individuals must be thought of and treated as purposeful human beings who flourish under requirements of work and workplaces must be developed that meet requirements of productive activity and built on prerequisites of emery and thorsrud prerequisites for working life
2. Need to see individuals as part of the  context  they work in. Recognise individuals shape and are shaped by their contexts
3. Acknowledge learning takes place in communities of practise sharing knowledge and conversations
4. Organisations can be viewed as living entities. When org exist for long periods they transcend the individuals that make them up
5. Knowledge society needs to be grounded in democratic principles which value and invite contributions of all
6. The inextricable interconnected ness and reciprocal relationship between and among different levels of learning
Increasingly apparent that individuals teams entire workplaces and even society at large are bound together by a common concern and commitment to learning. Insights gained into learning in one context are increasingly relevant to other settings either by direct transfer or by analogy

P62
Because of dynamic nature of org and relationships with employees customers suppliers and distributors the task of managing learning for individuals for teams for entire org will blend imperceptibly until it becomes indistinguishable from the task of managing more generally

Chapter 8 Culture and difference in workplace learning nicky Solomon in boud and Garrick

P120
More recently the use of the term culture has not been confined to life practises in a specific set of contexts but isnmorefrequently used to describe a way of life

P 121
Culture may be understood as the new technology for managing work and managing people

P124
Workplace educators need to exploit the blurred distinction between work and training. Importantly they need to work against the potentially repressive power of workplace learning where the management of training means differences are rendered invisible as learners experiences are constructed/ structured to fit a centrally controlled norm

Workplace educators and trainers thru immersion in a particular cultur often understand training and learning practises as natural and predetermined. If on the other hand they have a greater reflexivity about the cultural construction of their work then they can exploit the potential openness of contemporary learning and work practises by unsettling the natural
While learning may be a given within the culture of the workplace the specific components of this given can be challenged

P125
Workplace learning in the contemporary workplace encompasses the complexities of working within a common workplace culture at the same time as being able to negotiate effectively the meaning and values of differences among employees and with consumers

P129
An analysis of the cultur of the workplace that is the structures norms beliefs and values that underpin certain expectations and behaviours in the organisation
Involves interpreting meanings that are displayed or constructed thru various org texts
Could be analysis of workforce gender age educational background
Could include consideration of decision making contexts and role of e,players as well as consumers in shaping product or service

Chapter 10 guided learning at work in boud and Garrick
Stephen Billett
P162
Learning is a product of engaging in everyday activity. Workplaces furnish activities which provide learners with combinations of problem solving experiences which assist them to extend and reinforce their knowledge. Workplaces may provide aids to learning in the form of the physical environment other workers and experts who can model activities and provide guidance. However to overcome some of the inherent weaknesses of workplaces as learning environments guidance is necessary to limit the learning of inappropriate knowledge, to make accessible what is hidden to sequence activities which avoid placing the learner outside what he or she can learn without the assistance of another and also to provide ongoing joint pro elm solving which takes the learner from being a peripheral to full participant. So in order to realise the full potential of workplaces as learning environments experiences have to be structured and guidance provided to learners in ways that provide access for them and press them into problem solving( thinking and acting ) and collaborative and guided approaches to learning

P160
Workplace curriculum

Takes into account workplace and pedagogical requirements

Movement toward full participation in workplace activities
Sequence activities in increasing complexity and accountability
Enable learners access procedures and processes and the products of workplace activities to enable development of understanding about the goals for and standards for those completed tasks

Access to the product ( goals) of workplace activities
Learners understand the basis on which their performance is judged
Permits understanding of what aspects of learners performance are contributing towards the standards associated with those activities

Direct guidance form more expert others
Important that learners interact with more expert others to develop skilful knowledge. Fellow workers who are acknowledged by others as experts are seen as credible courses of knowledge
Expert models and coaches procedures  and monitors progress
Key principle is to press learners into doing the thinking and acting  as thru ongoing problem solving activity they will construct knowledge

Indirect guidance provided by others and the physical environment
Learners listening to and observing other workers
Cues and clues provided by environments provide indirect guidance

[bookmark: _GoBack]Chapter 13
Envisioning new organisations in learning in boud and Garrick
Victoria j Marsick and Karen e Watkins

P 200

Today's workers are being trained to be proactive problem solvers with an emphasis on enhancing behavioural skills sensitivity to the organisations culture or way of doing business and employees values and motivation.

The focus is on strategic thinking knowledge creation and management and an ability to thrive through constant change


Reasons for the change  in focus
Forces external to org which shape the way business is conducted companies structured and training designed


Suggest 4 metaphors help understand the forces behind changes

Machine
Organic systems
Brain
Chaos/ complexity cite Morgan 1997

Machine
Nature if work - is clearly defined separate and coordinated
Org structure -  bureaucratic and hierarchical
Learning design  - is instructional systems design systematic training designed and conducted by experts

Open systems
Interactive with other work interrelated
Networked
Andragogy learning is negotiated self directed and participatory

Brain
Work is self regulated
More autonomy for individuals increasing boundarylessness
Informal and incidental learning continuous learning single loop and double loop learning

Chaos / complexity
Work is self initiated subject to random shifts
High level of decentralisation virtual and knowledge based structures
Action based learning little clear guidance in weighing choices

P206
Learning organisations

The drawing acknowledgement that org changes of processes culture or structure create accompanying learning demands has meant that the field must encompass more than training. The 1990 s have seen the articulation of new models of workplace learning that emphasise the integration of learning into workplace practises and processes

The learning org has been defined as an org which learns continually and has the capacity to transform itself cites pedlar et al 1991 and themselves 1993

It could be argued that all org learn or they would not survive but learning org demand proactive interventions to generate capture store share and use learning at the systems level in order to create innovative products and services

P209

Metaphorical lenses implications for the learning organisation

Headings are
Lens of learning
Implications for managers
Implications for employees
Implications for human resource development

Machine
Provide incentive and resource for training direct employees to perform to organisations standards

Improve effectiveness and efficiency as specified challenge managers through industrial relations

Hire or train employees  to fill skill needs provide instruction to meet defined needs and standards


Open systems
Assist employees in identifying needs and resources act as coach and mentor monitor against mutually negotiated goals

Negotiate learning with managers adjust goals based on feedback collaborate across boundaries to build knowledge and skills

Identify needed competences and set up systems for self directed learning partner to ensure needs are met

Brain
Model learning integrate work and learning provide for job enrichment and rotation encourage cross functional teams

Diagnose systems needs challenge assumptions initiate/ monitor learning to meet own and systems needs

Design work to integrate learning across functions provide for variety  and continuous learning build capacity to cross boundaries

Chaos/ complexity
Provide structure and incentives to share knowledge empower align vision act as resource for learning

Build portability of skills and job mobility experiment and take risks challenge restrictions and norms

Provide simultaneously for autonomy and for sharing across boundaries unfreeze status quo .

P211

Analysis assumes org falls clearly under sphere of influence of one or other of metaphors
In real life this could well not be the case
Org need to develop the capacity to diagnose their learning orientations and when necessary to add to their repertoire of learning responses or to change them
Becomes more complex if we return to assumption that all metaphors may operate simultaneously in different parts of the same organisation for different purposes

Also possible that individuals view of   Learning may not be shared by dominant culture. In these cases perspectives of different groups and individuals come into conflict
P212

Suggest diagnosing the prevailing metaphor is step towards moving beyond its limitations

Because work place learning is more that a simple pedagogical interaction that we have seen the emergence of conceptualisations of work place learning that combine knowledge of pedagogy with knowledge of org behaviour and culture

P213
Suggest org must evolve developmentally startingnwithbthe metaphor that prevails and moving towards the one that permits higher level learning and a more complex learning approach
Suggests creating a learning system that incorporates selected elements of each metaphor tailored to the needs of the industry the organisation the division an the individuals who work in this org culture
