Dear Colleagues,

The NCVER paper recommended by Ray “Informal Learning” (Halliday-Wynes and Beddie) is a good start to the discussion on Learning on the Job or as some call it, OJT. There is a marked difference between OJT and learning that occurs in the workplace. “Training” implies some formality and structure, “learning” I will argue is almost the antithesis of training, and sometimes works against training goals.
While the paper exhorts trainers to acknowledge the value of (informal) workplace learning and how it can be incorporated into formal learning regimes, it fails to identify the main issue, that is that learning in the workplace – accounting for 75%  of learning – will occur naturally no matter if it is acknowledged or not.

One could begin to see this in the writings of Frederick Taylor (1856-1915) when he describes “Systematic soldiering” (The tendency for workers to conform to group output norms). 

Whilst the Halliday-Wynes and Beddie do include “learning from peers and colleagues’ by trial and error ..”  Their emphasis is on how these processes can be an  OPPORTUNITY to learn within the workplace culture. 
From Taylor we learn that the peer pressure is a huge motivator for behaviour in the workplace. Later Elton Mayo writes about cliques and their lack of “Logic of efficiency” 

The Hawthorne (experiments) researchers also concluded that:

· people are not motivated by facts and logic

· people are motivated by sentiments 

· things of social consequence are powerful motivators 
Also all the factors of  behaviour reinforcement theory are present in the workplace – Positive/Negative reinforcement, Punishment and extinction. These are processes mostly beyond the control of management – let alone a trainer.
Faced with a situation where workplace learning it not an option – but is inevitable, it poses some fundamental questions for the trainer (and the manager).

Firstly – if you can’t control workplace learning, try to get the best out of it. Encourage the desirable learning rather than undesirable. (positive reinforcement)

Secondly – reward desirable outcomes such as skills recognition. 

Here I must strongly disagree with Halliday-Wynes and Beddie, who claim that “expansion of RPL demands flexible teaching and sophisticated assessment because; 

· “Teaching” is not a process in most (75%) workplace learning

· Assessment of skills gained in the workplace is no more complex that any other assessment IF THE PRINCIPLES OF COMPETENCY BASED ASSESSMENT ARE FOLLOWED. 

· Citing Smith and Clayton 2009), the authors also claim that “Effective RPL is also dependent on qualified and competent assessors”. A moot point as this is surely the criteria for any and all assessments? An assessment is an assessment – the competency is the same no matter HOW or WHEN the student gained the skills.
Lastly, Halliday-Wynes and Beddie ask how “teachers” can facilitate workplace learning. The emphasis here is on “teachers”, but if the focus of workplace skills acquisition is on assessment – as it should be for all TVET activities – then the are no special issues for the informal learning processes compared to the formal processes of learning.
