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The readiness of the workplace to afford opportunities for individuals to engage in work activities and access direct and
indirect support is a key determinant of the quality of learning in workplaces.

Please consent to cookies in order to use the reading list Learning while working: However, people also tend
do less lifelong learning as they grow older, irrespective of their qualification levels. This is especially true in
countries where overall participation in lifelong learning is low. This general pattern emerges from various
surveys, even though the Continuing training and Adult education surveys suggest that participation is higher
than the lifelong learning indicator shows 1. Older low qualified workers are especially difficult to reach, even
though they need lifelong learning most. This is a matter of concern, as most of the workforce is already on
the labour market and qualification demands are rising even in elementary occupations. Towards knowledgeand skills-intensive jobs â€” future job opportunities and lifelong learning by occupation. Country workbooks
Overall figures mask disparities in training provision, not only across economic sectors but also across
different occupational groups and types of contracts. Employees in the services sector, for instance, receive
more training than those working in industry. Permanent staff benefit more from employer-paid training than
employees on fixed-term contracts do. Given that transition is now a routine part of working life, continuing
learning should be viewed as a necessity for which everyone bears responsibility. Employers tend to focus on
the most highly qualified employees, and governments target low-skilled and other workers at disadvantage in
the labour market, so medium-level skilled workers, who also need to plan their careers and learning to meet
future skill demands, risk losing out. Hence, EU Member States have agreed that they will encourage workers
to participate in continuing vocational training CVET to help meet the adult learning target. Incentives to
invest in skills development All countries provide incentives for continuing education and training, for
instance by granting paid or unpaid temporary leave from work. They are used either universally or they target
specific groups. In more than half of the Member States tax incentives encourage individuals and enterprises
or both to invest in education and training. Tax incentives and training funds are the most common means of
encouraging enterprises to increase investment. Such schemes, which are levy-based, come about through
voluntary arrangements between the social partners at sector level, or between governments and the social
partners, and they secure a certain level of investment ranging from 0. Incentives appear to have more effect
on large and medium-sized enterprises than on small ones. Inequalities in access to training persist, especially
for the low skilled. Collective bargaining at sectoral and company levels can address this issue by including
principles of equal access. CVETâ€” a heterogeneous landscape In response to the crisis, social dialogue
helped to bring about measures to keep people in work and invest in skills, for instance by combining
short-time work and training. These efforts were supported by dedicated public support, shared funding
schemes and EU funds. Between and , the Swedish government helped create a substantial number of adult
VET training places through earmarked funding. To obtain this funding, municipalities were required to
cooperate with the public employment service, social partners and other relevant parties to ensure synergy and
coherence with other programmes. While in Denmark, for instance, labour market training comes under the
same roof as other forms of continuing vocational training 3 , most countries draw a clear line between
responsibilities and governance in training as part of active labour market measures and responsibilities and
governance in the continuing vocational education and training CVET sector. In fact, CVET in the EU varies
considerably in terms of governance, regulations, status, financing, quality assurance, providers and types of
qualifications that can be acquired. In the UK, where licenses to exercise jobs are less common than in
countries like Austria or Germany, vocational qualifications are not necessarily seen as an entry requirement.
The need to train newly recruited people depends on the learning outcomes of initial education. Evidence
suggests that there is less need in countries with traditional apprenticeships. Some countries â€” like Sweden
â€” prefer to refer to the target groups, i. Most countries offer formal adult education and training programmes
that lead either to the same qualifications as those offered in initial VET or to specially designed ones.
Programmes are either open to young and mature learners or explicitly designed for adult learners or people in
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employment. Generally, however, formal education and training accounts for only a small share of CVET.
Different types of CVET may be distinguished according to the purpose of the training 5. Portugal, for
instance, aims at raising the minimum attainment levels of its population to upper secondary education and
training. The recently agreed Austrian lifelong learning strategy, for instance, includes several objectives that
relate to CVET: The social partners play a major role in CVET, which is characterised by a wide variety of
different actors and responsibilities at different levels. They co-shape and help implement strategies and
policies and co manage training funds or support enterprises or employees, as union learning representatives
do in the UK. They also act as training providers, as is the case in Austria, for example, where the largest
CVET providers are social partner institutions. Employers are the most important providers of non-formal
learning in many countries. The commitment of businesses to training appears to reflect other trends: Training
provision also varies by company size. While large enterprises tend to have human resource units and
systematically pursue training policies, SMEs have more limited capacities and resources for developing a
training strategy. However, this link between size and training propensity does not apply in all countries.
While much of CVET organised by companies takes place in form of courses, the workplace itself plays a
fundamental role as learning provider, and as a stimulus for further learning. On-the-job training contributes to
upgrading skills that are particularly important for specific jobs or specific work environments, emphasising a
learning-by-doing approach. A work organisation that embeds learning in tasks helps to create a learning
culture in the enterprise. Challenging tasks, which involve decision-making, problem solving, judgement, peer
learning and applying new knowledge, reflect the breadth and diversity of learning in the workplace.
Reiterative work patterns not only inhibit learning but, in the long run, have a deskilling effect. However,
enterprises may lack the expertise to transform their work organisation into one that stimulates learning, and
may require external support. National and sectoral skills development strategies would need to address this
issue. To enable employees to become much more proficient in a particular field, work-based learning needs
to be combined with more structured and systematic learning. Adults need to have an adequate mix of
knowledge, skills and competence, which will help them to remain in employment. Special attention should be
paid to skills that are common to a wide range of jobs, lay the foundations for further learning and improve
employability. Yet company training tends to focus on job-specific skills and not on improving employability
through competences that can be transferred between different working environments and even occupations.
However, a number of national programmes and sectoral initiatives are encouraging enterprises to provide
their staff with the key competences that help them adjust to changes in work organisation and open the way
to further learning. An example of such a scheme is like the Flemish Competence Agenda , jointly approved
by the government and the social partners. Linking innovation policies and skills development A lack of
awareness of training needs is a fundamental barrier to skill development in enterprises. As the Continuing
training survey revealed, most enterprises that do not provide training do not see the need to do so and believe
that staff is adequately skilled for work. To be more effective, financial incentives and training provision will
need to be accompanied by adequate support for the assessment of skills needs at the enterprise and sector
levels. Businesses will also need to be made aware of the returns on their investment in training. Employees
might be more likely to stimulate and implement innovation. As the evidence shows, employer-provided
training enhances process and product innovation and growth and productivity. Raising the proportion of
employees trained by one percentage point increases productivity by around 0. Narrow business strategies and
routine in work organisation lead to limited demand for further learning. Often, the need for training arises
when enterprises deliver new products or services, adopt new technology, production methods and working
processes or transform their work organisation. Policy actions and incentives need to encourage employers to
raise their game in terms of technology, innovation in goods and services, market strategies and work
organisation, and as a result, increase awareness of skill needs and the demand for training. Training policies
and strategies that promote innovation in enterprises should be brought together. Hence, training policies and
strategies that promote innovation in enterprises need to be brought together. The economic downturn
reinforces the need for synergies between policy measures. Joint commitment for workplace learning
Transferring knowledge, skills and competence acquired in training to daily working practice may be a
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challenge. Companies, particularly SMEs, do not always consider training relevant to their specific business
needs and work organisation. Training providers would need to adopt a customer-led approach that matches
the needs of enterprises and employers, overcomes constraints linked to size and work organisation, and
responds to emerging skill demands and sectoral changes. Any policy on skill development, if it is to be
successful, needs to address the quality and relevance of the training provided to enterprises as well as the
competences of trainers. An in-company trainer is a changing role that might require a new set of knowledge,
skills and competence. At the sector and national levels, a number of initiatives have defined minimum
competence requirements for trainers and aim at providing professional development opportunities. Employers
may need support to develop strategies for skill and business development and to adapt their work
organisations so that they promote innovation and skills. This is especially true of SMEs. Training strategies
need to consider company size and the regional or local context in which companies operate and the actual
employment they create. Given that small firms face the challenge of keeping up with large firms, they could
benefit from public policy, consultancy and cooperation with, for instance, training providers from the formal
system. Encouraging cooperation among companies to help SMEs develop joint training systems could be
another option. To make continuing training more relevant and responsive, diverse policy measures, sources of
expertise, financial incentives and learning services need to be combined and responsibilities shared. Social
dialogue has an important role in ensuring access to guidance and continuing training at key transition points
during working life and to create the appropriate conditions for work-based learning. Employers, trade unions
and public authorities have a major responsibility for creating the conditions in the workplace that allow
workers to broaden their competences. All players accept joint responsibility for maintaining high levels of
participation in adult education and continuing training and sustained competence development at work. Part
of this strategy is upgrading key competences and job-related skills. Overall, the commitment of a wide range
of players at the national, regional, local and sectoral levels is needed to address imbalances in the social,
educational and age profiles of those benefiting from learning opportunities in the workplace. Valuing
workplace learning Seen from the perspective of individuals, flexible routes and recognition are key to
encouraging them to take up learning. They need to see clear benefits. The knowledge, skills and competence
they acquire need to have a real value: So far, the value of these qualifications is often limited, as countries
may have several VET qualification subsystems in parallel: Recent policy developments, however, indicate
that qualification frameworks are opening up and integrating qualifications that people acquire in CVET and
through validation. Another interesting example is the Danish lifelong strategy. It aims at creating a more
flexible and individualised education and training system which also covers non-formal and informal learning
and pays particular attention to transfer between pathways, guidance and counselling and validation of prior
learning. But whether or not the education and training system is flexible, there is little value for a company in
having a better skilled workforce or for employees in having developed their skills, if no use is made of those
skills.

Page 3

DOWNLOAD PDF LEARNING THROUGH THE WORKPLACE

Chapter 2 : Learning Through the Workplace: A Guide to Work-based Learning - David Gray - Google Book
Learning Through The Workplace: A Practical Guide To Work-based Learning [David E Gray, Sue Cundell, David Hay,
Jean O'Neill] on www.nxgvision.com *FREE* shipping on qualifying offers.

Focused on all things related to learning, performance and organisational productivity, and to the All content
and opinions are my own. Charles Jennings, Co-founder, In fact, if a Martian had just arrived on Earth and
strayed into a meeting of Learning and Development professionals or into a learning conference, or even
picked up a professional journal, he would logically assume that these were the only ways humans learned.
The shift in focus to workplace and social learning by HR and Learning professionals over the past few years
is an significant one. Other factors such as the changes brought about with new generations entering the
workforce and technology changes creating participatory learning opportunities as pointed out recently by
Claire Schooley of Forrester Research play their part. A number of approaches are emerging to meet this
changing thinking. Also, there has been a re-awakening of the understanding that context is vital for learning
and, aligned with this, that performance in a formal training environment is not necessarily a good indicator of
performance in a different environment, such as the workplace. To an extent context is replacing content as the
key factor in organisational learning. These realisations are leading to greater focus on workplace learning â€”
learning in the context of work. Learning and work are merging. The majority of learning is obtained through
the experiences to which we are exposed. Many of our experiences are social, some are not. Whichever way
we gain our experience, we now know that they are vital building-blocks for our development. We learned
through doing them or, at least, attempting to do them. The theory and explanations are often useful, but the
real learning occurs through experience and practice. They have found the Some Background on More
recently a survey by Peter Casebow and Owen Ferguson at GoodPractice in Edinburgh, Scotland, found a
similar split in their Survey of leaders and managers. Casebow and Ferguson found that informal chats with
colleagues were the most frequent development activity used by managers and one of the two activities seen as
being most effective â€” the other one being on-the-job instruction from a manager or colleague. The other top
most-frequently used manager development activities included search, trial-and-error and other professional
resources. Clearly, conversations through informal chats with colleagues and learning from the experience of
others through workplace instruction from their manager or a colleague - receiving the benefit of their
experience and providing the opportunity for guided practice are important in development of the surveyed
group. Jay identified a rough Of course the inputs are important at times, but we need to keep our perspective.
Content and design are not the most important inputs to the learning and capability development process. The
principles are the same â€” the most effective and generally fastest way to improve and gain mastery will be
through workplace and social learning. In practical terms what does this look like? Identifying opportunities to
apply new learning and skills in real situations Allocating new work within an existing role Increasing range
of responsibilities or span of control Identifying opportunities to reflect and learn from projects Allocating
assignments focused on new initiatives Providing the chance to work as a member of a small team Providing
increased decision making authority Providing stretch assignments enhancing leadership activities, e. When
Learning professionals look at these lists they often remark that many of these activities are not in their
bailiwick. Of course this is correct. The responsibility for creating an environment where real learning occurs
and opening up workplace learning opportunities is primarily in the hands of senior leadership and line
managers. However, HR and Learning professionals have an important role to play. There is only one answer
to this question. Yes - it changes the role fundamentally. The table below indicates a few changes that need to
occur when adopting These changes require new roles, new skills and new mind-sets. Learning professionals
who have spent their time designing, developing and delivering formal, structured courses, programmes and
curricula will need to adapt and develop their own capabilities. My experience has been that many find the
challenges of working within the new framework both challenging and rewarding. The table below splits them
into three categories: Actions to support the informal workplace learning process 2. Actions to help workers
improve their learning skills 3. Actions that support the creation of a supportive organisational culture Who is
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Using Together, we have identified more than 60 organisations that have implemented the If you want an
overview of the There is a page white paper titled "Effective Learning with It was published in June The
paper explores practical issues around the implementation of the model.
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It considers how people learn, processes of learning and learning resources. It is a must have source of reference for
those involved in the development, training and assessing of people learning in a work-based environment.

New Ways of Learning in the Workplace. Given the increased age, variety of experiences, and diverse
lifestyles and cultures of the working population, it is understandable that adult education practices must move
beyond the traditional model of teachers as purveyors of knowledge and learners as passive recipients. This
Digest addresses some of the new ways to learn at work, such as action learning, situated learning, and
incidental learning. It is based on the premise that learning requires action and action requires learning. It
engages individuals in just-in-time learning by "providing opportunities for them to develop knowledge and
understanding at the appropriate time based on immediate felt needs" Lewis and Williams , p. Learning itself
is the desired outcome of action learning, not problem solving. It is the learning that occurs in the process of
finding solutions to problems that constitutes action learning. It is a type of learning that helps individuals
respond more effectively to change. Action learning has been adopted in the workplace as a viable approach to
experiential management education and development and an important element of a training and development
strategy Vince and Martin It involves the members of an organization in group situations with the goal of
helping each group member learn through the process of finding solutions to their own problems. Through this
process, learners increase their self-awareness and develop new knowledge, attitudes, behaviors, and skills for
making changes and redefining their roles within new contexts Williams The properties of action learning
clarify its relevance to workplace learning Beaty et al. Learning is based on the solution of real problems.
Learning occurs with and from others who are also engaged in managing real problems. Members of the group
are responsible for solving their own problems, unlike those on a project team or task force. Members of the
group are concerned with implementing actions, moving beyond the stages of analysis and recommendation.
In the situated learning approach, knowledge and skills are taught in contexts that reflect how the knowledge
will be used in real-life situations. This strategy is based on the premise that knowledge is not independent, but
fundamentally situated, being in part a product of the activity, context, and culture in which it is developed
Brown et al. Orey and Nelson elaborate on this explanation, stating that "learning requires more than just
thought and action, or a particular physical or social situation, or just receiving a body of factual knowledge; it
also requires participation in the actual practices of the culture" p. Thus, in situated learning, it is the authentic
social context in which learning occurs that offers the benefit of increased knowledge and offers the learner
the potential for applying that knowledge in new ways and in new situations. Cognitive apprenticeship is one
example of situated learning in which learners participate in a community of practice that is developed through
activity and social interaction, in ways similar to that in craft apprenticeships McLellan However, "cognitive
apprenticeship supports learning in a domain by enabling students to acquire, develop, and use cognitive tools
in authentic domain activity" ibid. Student teaching is another example of situated learning in that learning
occurs in an authentic setting where learners experience the cultural and interpersonal aspects of work in the
teaching profession. In the theory of situated learning, "knowledge is viewed as co-produced by the learner
and the situation; engagement of the learner in the situation is critical" Damarin , p. Damarin clarifies learning
and cognition in a situation by using the distinction between traveler and tourist as a clarifying metaphor: A
traveler and a tourist can visit the same city, but experience it very differently. A traveler, on the other hand,
seeks to understand the city, to know and live briefly among the people, to understand the languages, both
verbal and non-verbal, and to participate in the rituals of the city. At the end of equally long visits, the tourist
is likely to have seen more monuments, but the traveler is more likely to know how to use the public
transportation. Incidental learning--another way to "learn at work"--differs in that it involves little or no
reflection. Ross-Gordon and Dowling give the following definition of incidental learning: Incidental learning
is defined as a spontaneous action or transaction, the intention of which is task accomplishment, but which
serendipitously increases particular knowledge, skills, or understanding. Incidental learning, then, includes
such things as learning from mistakes, learning by doing, learning through networking, learning from a series

Page 6

DOWNLOAD PDF LEARNING THROUGH THE WORKPLACE
of interpersonal experiments. The difficulty in validating incidental learning as an effective learning strategy is
that learning is not anticipated, and, therefore, not easily assessed. The primary intent of the activity is to
accomplish the task, not to learn. When incidental learning occurs, it is a surprise--a byproduct of other
activity. The learner discovers something while in the process of doing something else.
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How Good Workplace Communication Improves Employee Morale Many of us have experienced the negative
effects of poor communication in the workplace. When information is transferred insufficiently or
inaccurately, workplace productivity goes down. In the worst cases, crucial tasks do not get done and goals are
not met. The good news is that the opposite is also true. What is Good Workplace Communication? Good
listening is essential to effective communication! Feeding back helps to ensure that this understanding has, in
fact, been achieved. Feeding back can originate with either the speaker or the receiver. People thrive on
information. On the sending side, the ability to effectively convey your thoughts to others is paramount to
success. What is Employee Morale? Employee morale is the general feeling or spirit around the
workplaceâ€”it can be good or bad. Morale may be driven downward if a deal was lost, layoffs have occurred,
or there is too much stress in the work environment. Communication is a key driver of employee morale.
When there is positive, two-way communication between managers and subordinates, and among co-workers,
morale tends to be good. The Importance of Effective Workplace Communication Skills Have you ever
noticed that nearly every job description in any field lists good communication skills as a necessary
requirement for the job? Effective communication truly is important because without it, an organization will
not be able to thrive and may even cease functioning. While it is unrealistic to assume that every employee
will become an expert communicator, there are many tactics that can improve internal and external
communication in your workplace. Clear communication prevents common workplace problems: Effective
communication happens when the receiver understands the message just as the sender intended. In a simple
conversation, this can be as easy as the listener repeating the information back to the sender or asking
clarifying questions. This gives the sender the opportunity to restate the message if it was not received
correctly, preventing bigger problems down the road. The power of positive communication: Because some
form of verbal or written communication is necessary to address any kind of problem, negative issues are
often presented in a negative way which only exacerbates the situation. For example, if a meeting is held to
address something like decreased productivity, the meeting itself will be more productive if it begins by
pointing out positives that have also occurred recently. The power of future conversation: Turning these
numbers around can turn the tone of a conversation around as well. Communicating according to the golden
rule: For example, if the person you need to communicate with comes to work in a rotten mood, it will affect
their perception of what you are trying to say. If you are in a bad mood, you will be the one likely to influence
the communication in a negative way. Employees can achieve the greatest success by showing respect for one
another and developing positive channels of communication. This begins with each individual simply thinking
about how they would like to be approached and then treating others in that manner. When individuals take
personal responsibility for effective communication be they the sender or the receiver , the morale around the
workplace will improve. You can follow any responses to this entry through the RSS 2. You can skip to the
end and leave a response. Pinging is currently not allowed. Leave a Reply You must be logged in to post a
comment.
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Children possess a natural curiosity to explore and play acts as a medium to do so. Play must have no extrinsic
goals; there is no prescribed learning that must occur. Play is spontaneous and voluntary. Play involves active
engagement on the part of the player. Play involves an element of make-believe. Definitions of play Creativity
Role play and pretend play involves creativity, such as: Play can also be creative when the player constructs
building blocks, uses paint or uses different materials to build an object. Creativity is not about the end
product, but the process of the play scenario. Imagination Imagination is used during play when the person
involved creates images in their minds to do with their feelings, thoughts and ideas. The person then uses these
images in their play. Play is active, child-initiated, process oriented, intrinsic , episodic , rule-governed, and
symbolic. Play is mostly a self-chosen activity by the child, rather than prescribed by a parent or teacher; it is a
process, rather than a predicted outcome or product. Work, on the other hand, has a definite intent and a
prescribed outcome. In order for an activity to be considered play, the experience must include a measure of
inner control, ability to bend or invent reality, and a strong internally based motivation for playing. If parents
and educators try to label experiences as play, but in reality have specific requirements for the activity, then it
becomes work not play. For example, it is really impossible to play with flash cards whose purpose is to have
a child memorize something on each card. This is not playing and children quickly differentiate between pure
play and work being disguised as play. Researchers may choose definitions of play or work based on: A child
in the United States who sets up a lemonade stand is considered to be working for money. Children have
different ideas of what play and work are in comparison to adults. Classical, modern and contemporary
perspectives[ edit ] There are three main groups of play theories: Herbert Spencer suggests that play is a
mechanism that allows humans to expend excess energy not required for survival; this can be achieved by
children through play. Theorist John Dewey suggests that children learn best by both physical and intellectual
activity; in other words, children need to take an active role in play. Contemporary theories focus on the
relationship of play to diversity and social justice in daily living and knowledge. Children learn social and
cultural contexts through their daily living experiences. The Zone of Proximal Development concept,
developed by Lev Vygotsky , suggests that children require activities that support past learning and encourage
new learning at a slightly-more-difficult level. Cultural values of the Yucatec Maya[ edit ] The way that
children learn through play is culturally specific "as result of differences in childrearing beliefs, values, and
practices. Most western cultures would agree with the previously described definition of play where play is
enjoyable, have no extrinsic goals, no prescribed learning that must occur, is spontaneous and voluntary,
involves active engagement on the part of the player, involves an element of make-believe. For example, the
Yucatec Maya do not have emotional aspects in make-believe play, and most of their play is reality based.
Yucatec Maya commonly learn through "Intent Community Participation," an approach different from that
commonly found among middle class European American families. Unlike children from the U. Pretend play
is considered a form of lying because children are not representing something that actually happens. For
example, a Mayan mother told an ethnographer that she would "tolerate" her child pretending that the leaves
in the bowl was a form of food. For example, children go through the steps of making tortillas, weaving, and
cleaning clothing. This relates to not having Age Segregation. Unlike children of the industrialized
middle-class who play mainly with children of the same age, The Yucatec Mayan children engage with all
ages, exploring activities of daily life. Different cultures and communities encourage children to play in
different ways. For instance, some cultures may prevent parents from joining in play, prohibit children from
receiving toys, or may expect children to play in mixed age groups away from adults. They may be expected
to grow out of play by 5 or in middle childhood. Children are active participators by observing and modeling
activities that are useful to the community. In the first half of the twentieth century, Susan Isaacs introduced
the study of play. However, experts such as Gunilla Dahlberg et al. She suggests that, "the children she studied
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did not play, and that it is not necessary for them to do so". Play also contributes to brain development. During
play children try new things, solve problems, invent, create, test ideas and explore. Children need
unstructured, creative playtime; in other words, children need time to learn through their play. This is such an
important understanding. Young children actively explore their environment and the world around them
through learning-based play. When they engage in sociodramatic play, they learn how to cope with feelings,
how to bring the large, confusing world into a small, manageable size; and how to become socially adept as
they share, take turns and cooperate with each other. These include verbalization, language comprehension,
vocabulary, imagination, questioning, problem-solving, observation, empathy, co-operation skills and the
perspectives of others. It is argued that these skills are better learned through play than through flashcards or
academic drills. While parents ascribe more learning value to structured play activities e. This guidance goes
on to state: The variety of play children engage in also increases when adults join in. The joining in is different
from controlling. When adults join in they should guide shape, engage in and extend it, rather than dictating or
dominating the play. Orchestrate an environment by deciding what toys, materials, and equipment to be
included in that environment. It is important to offer a variety of materials and experiences at varying levels of
difficulty. Both indoor and outdoor experiences should provide exploratory centres and space. The play
environment should allow children to make choices, and to explore play possibilities. Observe carefully as
children begin to use the toys, materials and equipment. Observation helps identify ways adults can build on
and guide the learning. Adults can promote play and opportunities for expansive discoveries; they can enhance
or facilitate play by encouraging children to bring their interests and experiences into the play. The adults can
ask questions, to expand and enhance play. However, many such findings may be reflective of procedural
knowledge rather than declarative knowledge. Children act out stories that contain different perspectives and
ideas. It can also improve social skills such as empathy, problem solving, and communication. The philosophy
is that children should be involved actively in their own learning. In learning center time, they use a plan, do,
review approach. This approach allows them to transcend the egocentric now while taking responsibility for
directing their own learning. Adults working with the children see themselves more as involved facilitators of
play rather than managing the play itself. This broad approach encourages children to learn through play.
Ontario Early Years Centres is a parent-child interactive program with a focus on play-based learning. Parents
and caregivers stay with the child, and can obtain information about programs and services available for young
children and their families. The curriculum has purposeful progression, and is based on emergent curriculum,
but no defined teacher-directed sequence. The Reggio approach believes that children learn through
interaction with others including parents, staff and peers in a friendly learning environment.
Chapter 6 : Workplace Communication | Communication Training Videos | CRM Learning
Sharing Experiences: A Stepping Stone To Social Learning In The Workplace A powerful social learning strategy that
creates an environment of learning is through sharing experiences. Experiences are personal - but there is a lot of
learning that can be derived from them as well.

Chapter 7 : SAGE Reference - Towards a Social Ecology of Adult Learning in and Through the Workplace
Learning while working: how skills development can be supported through workplace learning The more highly qualified
people are, the more likely they are to participate in learning activities. However, people also tend do less lifelong
learning as they grow older, irrespective of their qualification levels.

Chapter 8 : Enhancing Workplace Learning Through Mobile Technology
Learning Through Work Placements And Beyond Introduction 3 This study, then, focuses on the effects, as perceived by
the students themselves, of work experience placements on learning as well as employability.
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Learning through play is a term used in education and psychology to describe how a child can learn to make sense of
the world around them. Through play children can develop social and cognitive skills, mature emotionally, and gain the
self-confidence required to engage in new experiences and environments.
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