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Designing the Next Generation of e-Learning 
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When something works well, you can feel it: there is a sense of rightness to it. We call that rightness beauty, and it ought to be the single most important component of design.

David Gelernter, Machine Beauty

Not so long ago, employee learning was piecemeal. People needed skills, you sent them to training. They took a course. A small but inspired group of craftsmen can develop a wonderful course.

The leading companies in the new economy look at learning holistically. People are learning all the time, throughout their careers. It takes a village, an activist village that is always awake, always tuned in. Building and maintaining a dynamic, real-time, scalable learning community takes hundreds of people and tens of millions of dollars.  

A year ago, SmartForce introduced the first e-Learning architecture for the enterprise. All the components were there – the world’s largest collection of web-delivered content, more than a hundred certified mentors providing live help, and a global campus of virtual lectures, seminars, labs, and advisors. SmartForce successfully replicated workshops in code and networks; a third of a million learners currently participate in its online learning communities.

Now SmartForce is poised to release the next generation of e-Learning. The first generation put workshops on the Web. That sped up the learning, saved travel dollars, and made learning more convenient. Good but not great.

The new generation produces optimal learning for each and every learner by bringing everything together in personalized experiences. SmartForce 2.0 escapes the confines of the old metaphor (what David Gelernter calls “paradigm drag”
) to build cyberlearning opportunities that go beyond what’s available in the physical world. 

Learners who jack into a second-generation e-Learning environment find everything they need in one place, coordinated and easily accessible. Gone are the days when every training course seemed to start at ground zero. The moment this new system recognizes you, it’s aware of your goals, your career path, your experience, what subjects interest you, your job requirements, and your preferences. The more you participate, the better the system gets to know you. 

The learner is at the controls. Want to practice or to learn new skills? Generic or in-house processes? Five minutes or two hours? Test out of what you already know or dive right in? Join a seminar or hop into a simulation? Brush up on business skills or continue toward an IT certification? It’s all in there, readily accessible, a few clicks from the point of entry.

Simplicity is the ultimate sophistication. Behind the learner’s dashboard lies a nearly unimaginable array of e-Business tools from Broadvision, Exodus, USi, WebEx, Dell, IBM/Lotus, SAP, Oracle, HP. Microsoft, Novell and others. To serve the needs of e-Businesses, SmartForce itself had to become an e-Business.

More than three hundred organizations have deployed SmartForce’s first-generation e-Learning, among them PriceWaterhouseCoopers, Lucent Technologies, Deloitte & Touche, and Manpower, making SmartForce the world’s largest e-Learning company.

SmartForce has invested $43 million in e-Learning to-date. Three hundred designers and developers are dedicated to the project. The new architecture has garnered awards from the Smithsonian and Macromedia for innovation in learning. Yesterday President Clinton noted SmartForce’s contributions to improving how people learn. 

Join us for a look behind the scenes at issues and solutions at the enterprise level, at the business unit level, and from the perspective of the individual learner.

Prospering in Times of Disruptive Change

SmartForce’s customers are primarily large organizations, e.g. the U.S. Army, Andersen Consulting, Compaq, Lucent, and Xerox, although some are of the go-go dot-com variety. The Internet and the New Economy appear to be forcing organizations of all sizes to transform themselves into e-Businesses. 

An e-Business is a fundamentally different animal what most of us are accustomed to. Cycle time shrinks, demanding that all the moving parts of the business work together in real-time. The organization must be able to turn on a dime. Buffers are disintermediated out of existence. Prep time gets squeezed. Slack disappears. People are challenged to act from their individual understanding of the big picture rather than following orders and procedures. The whales of the old Fortune 500 are being surpassed by schools of minnows, each swimming where it will but at the same time synchronized with the school. 
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In traditional business, organizational components were loosely coupled. Training wasn’t really tied to current business goals but companies muddled through. It sometimes took years for a competitive threat to elicit a response from the deep end of the organization and even then it was often unrecognizable after being whispered from one unit to another on its trek. e-Business is not so forgiving. It requires coordination, a unified approach, teams that learn and work together, and system wide accountability. 

SmartForce’s master designers set out to build an infrastructure to meet these criteria:

· readily builds enterprise-wide core competencies

· smoothly scales from hundreds of learners to more than a million

· can be implemented rapidly (weeks), without taxing customer IT resources

· works inside or outside of the firewall

· easily administered by in-house staff

· gives the learner a single interface and set of controls for a broad array of learning experiences

· automates the assembly and delivery of instruction

· provides a path for future migration by adherence to industry standards and advance planning

· robust platform for maximum uptime

To meet these needs, their blueprints called for a system that:

· seats the learner at a dashboard with a common set of controls for planning, assessment, instruction, collaboration, simulations, testing, certification, and news

· processes information dynamically, assembling learning experiences with up-to-the-second content from both in-house and outside sources

· features instant-on, by virtue of being hosted on the most robust….(insert oh-wow details of redundant servers, etc. here) 

· incorporates the largest repository of content on IT, business, and e-business skills on earth, 100% web delivered

· is fully interoperable, available on Microsoft, UNIX, Linux, Mac platforms

· can be customized and maintained by existing in-house staff through studios of checkboxes

· is a complete, integrated package unto itself (bypassing the inevitable finger-pointing when systems from vendors don’t easily talk with one another)

· adapts to the building blocks of the host organization

· relies on learning object architecture to deliver personalized, flexible learning 

The e-Learning infrastructure

SmartForce’s design team immediately recognized that conventional means weren’t up to the task. Delivering the right mix of information to each of hundreds of thousands of learners requires automation, i.e. learning experiences that are personally “packaged” for each learner.

Objects

Size matters:  Smaller is better. Before digital convergence, learning and information were usually trapped in oversized containers, designed for delivery to many people at once in the name of efficiency. In this assembly-line style of learning, courses came in one-hour chunks, off-site workshops in one-day chunks, and an MBA was only available in a two-year package.  Learners had to plod though irrelevant information in order to get at what they needed to learn, solve the problem at hand, and be productive. It didn’t matter that they already knew or didn’t need to know most of it. You got whatever other people decided you needed, when they decided to make it available, and packaged the way they wanted to deliver it.

With digital convergence, knowledge and skills needed to be taught in self-paced, media driven formats such as the Web.  The reusable information object strategy addressed this problem, necessitating a shift in how content was designed, developed, and published. 
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Information objects:  Knowledge building blocks

Breaking knowledge down into information objects, the smallest useful chunks of information, frees it to be used again.  Think of playing with Lego™ blocks. Whether you’re assembling a bridge or a house or a spaceship, you use the same Lego™ pieces. Similarly, personalized learning can use and re-use the same content or information "objects.”

Completed learning experiences can be disassembled and reused again and again to create new and different learning experiences, tailored exactly to the people who need them.

The power of this dynamic, adaptive assembling of information is equivalent to Eli Whitney’s invention of interchangeable parts. Information is rendered reusable, interchangeable, durable, accessible, and affordable.
Expanding the learning object concept

In a nutshell, learning objects are molecules that an e-Learning system meshes together to form a learning experience. 

Imagine the chaos that would ensue if everyone used different standards for defining learning objects. It would be like playing with handmade Legos™ that came with irregular holes and posts. Or like trying to build a model spaceship from Legos™, Tinker Toys, and Lincoln Logs. Major companies are waking up to the importance of standards for learning objects and the “metatags” which identify them for assembly. 

SmartForce 2.0 complies with AICC and IMS.
 The company has pioneered in the development of Microsoft’s LRN standard. In order to create effective learning experiences, SmartForce had to push the envelope.

When people contemplate learning objects, they often focus on instruction alone. Instructional objects are small chunks of a workshop or seminar or perhaps a simulation or chapters of a textbook.

The SmartForce team broke out of the box in order to recognize these irreplaceable facets of learning.

· Collaboration -- because people learn by working with others, in study groups or problem-solving sessions. Teamwork in learning builds trust and relationships that can long after the learning experience. 

· Practice – because people learn by doing. Software simulations and labs put the skills being learned in context. It’s true that we learn from our mistakes. 

· Assessment – to recognize what has been learned, before or after a learning experience. 

The innovation was to create not only instruction objects, but also collaboration objects, practice objects, and assessment objects. 

Individual learning objects have no value until they’re strung together as an individual “learning path.” Why not “a course?”

A brief detour into a new vocabulary

Courses are dead. Courses tend to be rigid. They waste time. Why take a 1-hour course when you only need five minutes’ worth of information? Here’s the terminology we chose to use. 
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Now the challenge is to string learning objects together into learning paths. Four hundred thousand learners are participating in the SmartForce learning community. Like snowflakes, no two are alike. They differ by background, experience, job demands, location, career goals, learning style, schedule, and literacy. It’s staggering. How to give each and every learner a personalized path that takes those differences into account? 

SmartForce turned to the personalization engine
 used by Sears, WalMart, Credit Suisse, Hewlett-Packard, Hallmark, Fingerhut, and other companies respected for their one-to-one relationship-building. Think of the individual as the ultimate customer of e-Learning. 


Not yours, not mine: ours -- Coevolution

Differentiation, not sameness, creates shareholder value. Hence, the perfect e-Learning structure is not waiting to be purchased off the shelf. It’s like buying a new pair of boots. Everyone’s feet are unique. At first, a new pair of the boots rub and pinch. In time, however, they mold themselves to the shape of the wearer’s feet. They feel great when you’re hiking but no one else could wear them comfortably.

Next-generation e-Learning adapts to the needs of the individual organization. Like the boots, a second-generation learning system is ready to go immediately, but the real value comes after breaking it in. The SmartForce architects designed a structure evolves to conform to the environment of its organization as it learns about its users. It grows. 

As individuals learn, SmartForce learns about them. As job competencies are defined, SmartForce offers more targeted learning paths. As in-house content and information is incorporated, learning paths begin communicating organizational values and leveraging intellectual capital. As individuals learn together, distinctions between work groups and learning groups blur, and learning becomes integrated into work. Over time, e-Learning becomes woven throughout the enterprise. 

. 

Second-generation e-Learning is organic. It grows to incorporate the individual enterprise’s uniqueness and culture.

	Building Blocks of Your Organization’s DNA

	Your People
	Your Culture
	Your Immediate Situation
	Your Strategy

	
Individual objectives

Immediate job demands

Career goals

Learning preferences

Prior experience
	
Your values

Your traditions and war stories

Your proprietary intellectual capital

What makes your organization unique
	
Critical skills shortages

New service launches

Reduce attrition

Field new business teams

Regulatory compliance
	
Your vision

Rate of change in your industry

Competitive landscape

New initiatives

Customer and supply chain

Speed up cycle time


Solving business problems

Execution is the key to business vitality. Responsibility for results falls most heavily on the leaders of individual business units.

Successful business leaders focus, focus, focus on core activities – doing what counts. They are always in a race against time. They clear the path of hurdles and administrivia that get in the way of executing. 

Until very recently, leaders of Fortune magazine’s “Most Admired Companies” bragged about the number of hours of training taken by their employees. This is wrong-headed. Today’s leader wants to spend less time on training, not more. If they could give employees smart pills in place of training, pharmaceutical companies would replace training vendors overnight. Unless you’re in the training business, less is more. 

By and large, customers told SmartForce that they wanted a system like a Honda automobile. You drive it wherever you want but it rarely breaks down. Maintenance is minimal. Total cost of ownership is not an issue. 

To deliver e-Learning that almost runs by itself, SmartForce developed a learning management system that incorporates registration, financial tracking, events, assessment, testing, and testing. They built in the ability for organizations to incorporate their own content and make it trackable. They adapted the architecture to fit the real business environment, where some programs are long-lasting, rich-media productions and others are quick-and-dirty ten-hour start-to-finish news and emergency broadcasts. They incorporated meeting rooms for ad hoc discussions and planning sessions, the sorts of things that are often lacking in the formal aspects of learning. They built in secure e-testing to support in-house certification programs and instant accountability reporting. 

Training managers told the SmartForce team that traditionally their biggest administrative headaches came when trying to assemble learning components into meaningful learning experiences, in laying out and producing meaningful management reports, and in controlling the content and appearance of the user interface. 

SmartForces’s suite of administrative studios streamlines and routinizes the processes of content selection, report generation, and interface control.

· Building learning paths, modeled on the shopping cart metaphor on e-commerce sites, makes selecting and assigning content to learners intuitive.

· Pre-configured reports show e-Learning activity by topic, participation in learning communities, and interaction, totaled by department, business unit, and/or enterprise. An Export Wizard can feed learner information and progress reports into HR databases or other learning management systems. 

· Administrators can select learner options with the push of a button in the User Interface Studio.
Just as the enterprise relies on the execution by business units, the business units rely on execution by individuals. Let’s shift our attention from organizations to people. Let’s begin by looking at  

The Evolution from Training to Learning
The face of adult education and training has changed quite dramatically over the last 10 years.  An evolution has occurred in the methods employed to educate adults and in the importance placed on the need to provide adults with learning environments that are tailored to their individual learning styles and needs.  This evolution was inspired by the increased demands placed on individuals in the workforce to stay abreast of new technologies, to compete in knowledge driven economy, and to avoid skills obsolescence.  

The recognition that adults learn differently than children and therefore require a different approach to education and training is not new, however.  As early as 1950, theorists and educators like Malcolm Knowles were writing books and articles describing the differences between adult and child learning styles. Unfortunately, it was not until the rise of the knowledge economy and the infusion of computers and the Internet that an environment was created making it possible for the principles first outlined by Malcolm Knowles over 50 years ago to be put into practice.

As recently as 7 years ago, common thought on adult development across the lifespan hinted that from the age of 25 on we experience a steady decline in our intellectual capacity, resulting in an eventual loss of between 15 to 20 IQ points across our adult years.  This loss became known as the Classic Aging Curve
.  With research like this in prominence, it is not surprise that the majority of educational funding and research went to programs for persons below the age 25.  Common thought was people stopped learning after this magical age. With the advent of technology and the emergence of e-Learning, a whole new perspective on adult learning has come into view that paints a much brighter portrait of the adult learner and actually accommodates it’s teaching methodology to the different learning styles of adults. 

Today entire companies are flourishing that are devoted to the design and development of web-based courses for the continued education of adults in the enterprise.  Corporations are spending from thousands to millions of dollars investing in e-Learning solutions for their employees.  Terms like organizational change, knowledge management, and intellectual capital are heared in the boardrooms and everyday conversations of executives around the world.

With this explosion of interest in educating adult learners has come a renewed interest in adult learning theory and the instructional design of e-Learning courses.  The first generation of web-enable courseware was often little more than page-turning computer training modules that were web enabled.  These courses were boring, to say the least, and left many people with a bad taste in their mouths regarding online learning and education. 

The emerging second generation of e-Learning, driven by SmartForce, has taken a different approach to web enabling corporate training.  Recognizing the possibilities that the Internet offers to adult learners and combining that with sound learning theory, companies like SmartForce are creating e-Learning environments that cater to the adult learner.  Before we examine the (architecture and instructional design theory/learning experience/individual learner’s experience) 
of SmartForce’s second generation e-Learning initiative, let’s take time to examine the evolution from training to e-Learning in more detail.

Traditional Instructor Led Training

We should all be pretty familiar with traditional instruction.  Sitting in a classroom with the teacher at the front lecturing while we studiously take notes, is the type of instruction we are most familiar and most comfortable with because it is the type of instruction we received from the time we entered grade school.  In traditional classrooms we have the ability to interact with other learners and we have immediate access to a subject-matter expert (the instructor) when there are questions or problems.

Traditional instructor led classes are based on behavioral psychology and operant conditioning. (http://www.gwu.edu/~tip/skinner.html) The focus is on eliciting the “correct” response from the learner by reinforcing their actions or answers with a reward.  The reward can be a good grade on a test, verbal praise from the teacher, or an intrinsic feeling of accomplishment.  Usually traditional instructor led courses are very structured with clearly defined objectives. There is a definite beginning and end to the course, and there is usually a competency test to “prove” that the person has mastered the materials.

This is very much a didactic model of teaching with the instructor in total control of the learning environment and the learner viewed as a passive participant.  The instructor creates the lesson plan, drives the topics, decides the pace and flow, and decides the types of activities needed to teach a concept. The fact that these courses are usually exam driven, which encourages rote memorization of content over mastery of skills, leads to a decrease in long-term memory of the concepts taught.  In fact, studies have shown that students only retain ?%
 of the materials they memorize for an exam.

There are many problems with this type of instruction for adults, both from an organizational perspective and an individual learner.  One of the more critical shortcomings is that this is not a cost-effective endeavor for many organizations.  

The demand for continued training and education of their workforce to stay competitive is stronger now than it ever has been in the past.  Employee skills become obsolete almost as quickly as new software is released.  Using traditional instruction to keep employees up to speed is extremely costly.  You have to calculate loss of work time, travel expenses, trainer expenses, and material expenses which add up to quite a large amount of money for even a small company with less than one hundred employees.

From the learner perspective, another large shortcoming of this type of instruction is that it has been shown to be an ineffective teaching method for adult learners. Learning theorists have recognized for many years that adults require a very different learning environment than do children.  Malcolm Knowles used the term andragogy to describe his theory of adult instruction.

According to andragogy, adults are self-directed learners who prefer to take responsibility for the direction of their learning.  Knowles states that there are four key assumptions to consider when designing a learning program:

· Adults need to know why they need to learn something

· Adults need to learn experientially, allowing learners to discover things for themselves but providing support when mistakes are made

· Adults approach learning as problem-solving, not content-driven, thus instruction should be task-oriented

· Adults learn best when the topic is of immediate value in their professional or personal lives.

The fact that in traditional instructor led training the locus of control is on the instructor rather than the learner does not align this type of training with the principles of andragogy.  

Another limitation of traditional instructor led training is that it does not adapt to rapid changes very quickly.  When technologies change, the course must be repurposed, the materials must be redesigned, the instructor must be re-educated, and the learners must be reconvened to learn the new materials.  This is a time consuming and costly endeavor.  

Lastly, traditional instruction has the potential to be extremely boring.  If the instructor is more interested in hearing him/herself talk than teaching the materials, the transfer of knowledge becomes minimal.  If learners aren’t able to practice what is being preached and to apply it to their every day lives, the time they spent in the class is wasted. 

Computer Based Training

All of the shortcomings of traditional instructor led courses, combined with the ever-increasing need to train and retrain employees, led to the development of a new training methodology, computer based training modules (CBTs).  CBTs provided organizations with a more cost-effective and convenient solution that could be easily updated and deployed to large numbers of employees.

If you have ever taken a CBT course, you won’t be surprised to hear that it follows a very behavioral approach to teaching.  Individuals sit at a computer and watch a training module, then are quizzed on their retention of the materials either using a multiple choice or true false question format.  If the learner gets the answer correct, they are rewarded by progressing to the next topic.  If they answer incorrectly, they are punished by having to repeat the previous topic.

CBTs are commonly referred to as page-turners and often consist of little more than screens with some static text and graphics.  To advance, the learner pushes a button that remains in the same place on every screen.  In order to practice one has to exit the module and open another application rather than having practice exercises or simulations built into the training module. 

While there are some benefits to CBTs, such as their decreased cost for organizations, their ease of deployment, and the allowance for the learner to control the speed of their learning, there are also some major shortcomings.  While taking a CBT, the learner has no access to an instructor or subject matter expert to assist them should they get stuck on a topic.  The static page-turning methodology of CBTs is boring for many learners, and the fact that there is minimal interaction does not allow the learner to become involved in the learning process. 

Although CBTs do allow the learner to control the pace of their studies, they do not allow for control of the content or topic flow. CBTs are not adaptive to the learner’s knowledge level, so the learner might have to sit through lots of material they already knew to get to something they can use. Along the same lines, CBTs are generic to all learners instead of being personalized to individual learners.  Thus, the materials are less likely to be relevant to the learner’s daily life, one of the major points emphasized by Malcolm Knowles as being critical for adult learners..  

Lastly, CBTs make the assumption that all people can learn using this medium.  There is no compensation for differences in learning style or motivation level of the learner.  An individual who is more of a kinesthetic learner, and likes to learn by doing, will have a hard time learning anything by flipping through static pages on a screen.

So, while the theory behind CBTs was appealing to organizations who were creating and spending large budgets on instructor-led training programs, the reality did not live up to the expectations.  There were still major wholes in the training programs in existence, and the need for a new medium was urgent.

E-Learning – first generation

Need – The first generation of e-Learning had a rocky start and the term e-Learning is used to exemplify so many different types of programs that it is difficult to categorize what the elements of e-learning actually are.  For some companies, e-Learning meant little more than web-enabling existing courseware (CBTs).  This did little to help the plight of the adult learner who was already bored with computer based training.  

Other companies began to recognize that the Internet opened up whole new possibilities for adult education and training.  These companies began to do things like offer live classes over the internet where people could log in and hear a subject matter expert in real time and ask questions as if they were in a real class.  We also saw the inclusion of mentoring by subject matter experts available for learners via chat rooms, email, and telephone support.  The advent of the Internet gave rise to the term online community where groups of learners could meet online and share knowledge, experiences, and help each other with questions or problems.  Courses began to extend beyond the traditional bounds of CBTs and things like simulations were included in the course so the learner could practice without having to exit their learning plan.  Resources were also included in the courses to give students access to the wealth of related information available via the World Wide Web.

Model/Theory – The fact that an e-Learning course could include any or all of the items listed above makes it hard to point to one model of adult learning theory as a frame of reference for e-Learning courses.  In some cases, the behaviorist model was still being employed.  In other instances, the operant conditioning model that we see in traditional instructor led was being employed to teach classes online.  And in some of the more advanced e-Learning programs, we began to see an approach that leaned on the andragogy theories developed by Malcolm Knowles to create an e-Learning environment that put the adult learner more in control and gave them several choices/formats to learn the material.  This later approach is what laid the foundation for the second generation of e-Learning.

Experience – In many instances the first generation of e-Learning was a frustrating experience for learners.  Technological challenges associated streaming audio and video components, slow modems, firewall issues, and the like made accessing and participating in an e-Learning course an exasperating experience.  For those who had fast enough Internet access and who participated in the more advance e-learning programs, a whole new world of learning opened before them.  Being able to control the timing, duration, and format of their learning experience gave adult learners the very things they had been craving for years.  Combining this with the power of an online community and the exponential access to related resources gave learners a glimpse of what was to come.  It also helped to create an atmosphere of change for educators around the world who finally began to see the ability the Internet had to create the type of learning environment that could cater to adult learners of all backgrounds and learning styles.

Shortcomings – Technological challenges, lack of standards, lack of consistent instructional design, lack of sound learning theory.  Many courses were originally developed for very technical students, so using them required a technical background.  When business skill courses were adapted to this environment and their audience was a less technically savvy group, the format was not adjusted to compensate for their less advanced computer skills.  

Benefits – The possibility to create an environment founded on the principles of adult learning theory: giving adult learners control over their environment, giving them the ability to pick the topics they wanted to study - when they wanted to study them, having access to different educational media, having access to mentors to act as guides and facilitators, having access to a global learning community.
Second Generation e-Learning

Need – With the development of the second generation of e-learning, we are finally seeing the full capabilities of the Internet being utilized to create a comprehensive learning solution for adults that embraces the principles first defined by Malcolm Knowles over 60 years ago.  The explosion of interest in e-Learning courses has created a renewed interest in adult learning theory and the instructional design of e-Learning programs.  

Recognizing the possibilities that the Internet offers to adult learners and combining that with sound learning theory, companies like SmartForce are creating e-Learning environments that cater to the adult learner.  This second-generation e-Learning environment overcomes many challenges previously impacting the effectiveness of e-learning programs.  Some of the most important changes deal with technological challenges that have frustrated individual users and corporations alike.

Industry standards have been sadly lacking in the e-learning arena.  SmartForce’s second generation of e-learning has made great strides in establishing and utilizing industry standards for both content production and Internet deployment.  The new courses are developed using standard web publishing applications, thus creating a much smaller file size for increased performance on the Internet.  This also enables SmartForce developers to utilize the most innovative ideas in content creation, thus creating highly interactive, graphic intensive learning experiences.    

In order to ease deployment and usability issues, SmartForce has created a platform independent architecture that can be played across Microsoft® Windows®, Mac®, and UNIX® platforms. This architecture fully supports the delivery of all simulation types including task-based, role-play, and business modeling simulations.  Even further, with the new architecture, the technology behind a particular piece of content becomes almost irrelevant. For example, if a learner chooses to participate in an online workshop within their learning plan, they simply click on the title and are taken seamlessly to the WebEx™ technology to play that content through their browser. This methodology enables SmartForce to easily integrate new technologies and media into existing content over time.

The SmartForce architecture also takes advantage of Java technologies to create a tiny client footprint.  This makes the user experience much quicker and easier the first time they launch content within their learning plan.  On their first access, they will be required to download a very small JavaTM applet (currently 35K for Microsoft Internet Explorer and 45K for Netscape®) and some JavaScript.  This applet is so small it downloads in a matter of seconds.  Once it is downloaded on the user’s machine, there are no future downloads and there will be a no delay in playing content.
Model/Theory – Beyond overcoming technological challenges that previously made accessing e-Learning programs difficult, second generation e-Learning also overcomes the stagnant and dying adult learning practices that were present in traditional instructor led courses, computer based training modules, and many of the first generation e-Learning programs.  By building upon the theories of andragogy first defined by Malcolm Knowles in the mid 1900s, second generation e-Learning has created a learning environment that empowers the adult learner by giving them control of their learning and making them active participants in the learning process.

Andragogy is a theory of adult learning that states adults are self-directed learners who prefer to take responsibility for the direction of their learning.  According to Malcolm Knowles, there are four key assumptions to consider when designing a learning program:

· Adults need to know why they need to learn something

· Adults need to learn experientially, allowing learners to discover things for themselves but providing support when mistakes are made

· Adults approach learning as problem-solving, not content-driven, thus instruction should be task-oriented

· Adults learn best when the topic is of immediate value in their professional or personal lives.

In his book Modern Practice (1970), Knowles describes a seven-step process that adult educators must follow to provide cohesion, consistency, and appropriate direction for adult education.  He called for adult educators to:

· set a cooperative learning climate, 

· create mechanisms for mutual planning, 

· arrange for a diagnosis of learner needs and interests, 

· enable the formulation of learning objectives based on the diagnosed needs and interests, 

· design sequential activities for achieving the objectives, 

· execute the design by selecting methods, materials, and resources, and 

· evaluate the quality of the learning experience while rediagnosing needs for further learning. 

SmartForce’s second generation of e-Learning addresses each of these seven points.

Setting a cooperative learning climate:

How do you set a cooperative learning climate in an online program?  SmartForce accomplishes this via several components of their e-Learning program.  First, the timing, duration and format of learning are up to the individual learner.  While SF provides a guide for learning in the form of a learning plan/path, the individual is able to go in and out of different objectives or media as he or she desires.  The learner is able to pick and choose which media or topic to focus on, thus giving them control over their learning environment. 

Subject matter experts are available 24 hours a day, 7 days a week in the form of mentoring to assist learners should they get stuck on any topic.  Learners are also able to determine the amount of interaction with mentors they would like.  Some may elect to receive daily emails from the mentors to help them stay on task, others may only wish to utilize their mentor when they have a specific question or problem.

Creating mechanisms for mutual planning and arranging for diagnosis of learner needs and interests:

SmartForce accomplishes the need for mutual planning by providing a roadmap for the individual learner to follow, and then allowing for variations in that plan.  The variations can either be due to the interests of the individual learner or can be based on formal assessment of the learning objectives associated with a given topic.  If formal assessment is chosen, the learner can answer a series of questions to determine their mastery of a topic before starting the course. 

Enable the formulation of learning objectives based on the diagnosed needs and interests:

These assessments are tied directly into the course, so if the learner performs at a given level on the assessment, their learning plan will adapt to exclude that topic. This creates a truly personalized learning path for each individual student with learning objectives that are tailored specifically to their knowledge level and skills.

Design sequential activities for achieving the objectives:

Learning objectives are the building blocks of an e-learning solution, with each learning object consisting of a single piece of instruction that meets a single learning objective.  These learning objects can stand alone or can be grouped together to create a learning path.  SmartForce has structured learning objects into more formal learning paths using a modular approach.

Learning events consist of several learning objects. The objects can be assembled in many ways, depending on the overall learning objective.

Modules consist of up to four learning events and modules in turn are assembled into a learning path.

Learning paths are designed to give learners complete training in a substantial skillset or concept. SmartForce learning paths include E-business Foundations, Site Designer and E-finance.  

This approach creates a far more flexible program and allows for the creation of individual learning paths suited to each learner’s needs with learning objects that can be reused in different contexts.

Execute the design by selecting methods, materials, and resources:

SmartForce has devised a unique e-learning object framework that consists of four learning object types. These object types allow for various learning styles found among adult learners, and they also correspond to the different user needs that are present at different stages of the learning process.


Instruction objects provide the learner with foundation knowledge, presenting the learner with clear explanations of the theory behind the subject being covered. This material is displayed in an engaging manner, with interpretive graphics and "discovery" course questions that involve the learner in the narrative and help to develop insight into the subject matter. Then the theory is demonstrated using practical situations and real-life examples. Examples of SF instruction objects include online courseware, SmartSeminars and articles.

Collaborative objects 
give learners support and expert advice to build confidence during the learning process. The collaboration phase is supported through a variety of computer-based communications technologies, including moderated and open chats, WebEx meetings, discussion boards, and email.  Collaboration with mentors and peers enables learners to go deeper into specific learning points, seek clarification in difficult areas, or otherwise vary the learning experience according to their own needs.

Practice objects allow learners to apply their knowledge in realistic scenarios. In the practice phase the learner apples the skills and knowledge learned using role-play simulations and business modeling simulations.  Appropriate guidance and feedback encourage the learner to complete the tasks

Assessment objects allow learners to gauge their knowledge before starting a learning path, gauge their progress during their course of study, and demonstrate their mastery of learning objectives once a path is completed. These include the Proficiency Assessment and the Certification Prep Test.

Evaluate the quality of the learning experience while rediagnosing needs for further learning: 

As with any program that strives for excellence, SmartForce is constantly evaluating their e-Learning program and implementing improvements.  These evaluations include customer satisfaction surveys, online evaluations, and continued investigation into new and better technologies for delivery of learning components.

SmartForce has broken through this barrier by fully utilizing the power of the Internet to combine:

· sound instructional design elements 

· online learning community

· readily available, up-to-date content that is “chunked” so the learner can get just the information they need, when they need it (need to expand on the learning object model somewhere in this section)

· Addition of audio for business skills and end-user courses (statistics regarding addition of audio for less technical course)

· High levels of student interactivity, for example rather than clicking a static button to navigate through an object, the user may have to click a diagram which could be located anywhere on screen
Benefits - Standards for deployment are also being utilized which establish for consistency across topic areas and learning formats.  The content is made available in various formats to accommodate for various learning styles, but the progression from one format to the next is invisible to the learner, thus allowing for…

Readers,

No this isn’t the end. We aim to complete things in the next few days. 

On our to-do list: learner-focus vs instructor-focus, Bloom, appendix, graphics from Product Marketing papers, mainly screenshots. examples of business problems solved, etc. 

Plus a conclusion that sends them to see a demo, subscribe to SmartForceUpdate, or request our upcoming booklet on new perspectives on ROI.

Jay & Jennifer

Focus of mature e-Learning �(e.g. SmartForce)





Generally, fragmented, piece-meal approaches here





(Sometimes) CIO or Chief Learning Officer or not coordinated at all





Traditional focus of performance consulting





Traditional focus of instructional design





Business unit objectives, competencies to meet goals





Enterprise coordination, organizational transformation





Business environment, competitors, outside relationships, customers, alliances





Individual and small-group learning











� David Gelernter, Machine Beauty, Elegance and the Heart of Technology, Basic Books. 1998.


� IDG


� If you’re already familiar with learning object architecture and IMS meta-tagging standards, feel free to skip the next five paragraphs. 


� Adapted from Into the Future, a white paper for the National Governors Association and ASTD Committee on Adult Learning & Technology. Wayne Hodgins directed the research; Jay wrote this particular section. The entire paper is on the web at http://www.internettime.com/itimegroup/astd_web/


�� HYPERLINK "http://www.aicc.org/" ��AICC� is the Aviation Industry CBT Committee. Founded in 1988, it’s the grandfather of learning standards organizations. One of AICC’s descendents, � HYPERLINK "http://www.imsproject.org/" ��IMS� Global Learning Consortium, Inc. (IMS), is developing and promoting open � HYPERLINK "http://www.imsproject.org/specifications.html" �specifications� for facilitating online distributed learning activities such as locating and using educational content, tracking learner progress, reporting learner performance, and exchanging student records between administrative systems. While IMS got its start with a focus on higher education, the specifications published to date as well as ongoing projects address requirements in a wide range of learning contexts, including of course K-12 schools and corporate and government training. Microsoft’s � HYPERLINK "http://www.microsoft.com/eLearn/resources/" ��LRN� (Learning Resource interchange) is an IMS-compliant content descriptor that allows content creators a standard way of identifying, sharing, updating, and creating online content and courseware. � HYPERLINK "http://www.adlnet.org/" ��ADLnet�, the Advanced Distributed Learning Network, is the learning standards advocacy organization of the Department of Defense; they are the developers of the web-based learning content model, or “SCORM” (“Sharable Courseware Object Reference Model.”)


�BroadVision (Nasdaq: BVSN, Neuer Markt: BDN) develops and delivers an integrated suite of packaged applications for web and wireless deployment. Global enterprises use these applications to become more competitive and profitable by establishing and sustaining high-yield interactions and transactions with customers, suppliers, and employees. BroadVision--founded in 1993, public since 1996, profitable since 1998--has over 1,000 customers throughout the world. IDC ranks BroadVision as the world’s leading provider of e-commerce software applications (International Data Corp., E-Commerce Software Applications Market Forecast and Analysis, 2000-2004). Source: www.broadvision.com





�PAGE \# "'Page: '#'�'"  ��Might need to cite this Ansello, 1978; Costa & McCrae, 1988; Inouye, Albert, Mohs, Sun & Berkman, 1993; Schaie, 1988





�PAGE \# "'Page: '#'�'"  ��decide which one you want to use here, remember you are setting the stage for your section which is supposed to focus on the learning experience and the individual learner.


�PAGE \# "'Page: '#'�'"  ��Sounds like I just stuck this here, need to rethink placement.


�PAGE \# "'Page: '#'�'"  ��Need to find that statistic.


�PAGE \# "'Page: '#'�'"  ��Expand this to include information on the importance of learning communities for adult learners, use stuff from Building Learning Communities in Cyberspace.


�PAGE \# "'Page: '#'�'"  ��This could and should be replaced with a nice graphical element.  Something that depicts the circular, building relationship of these elements.


�PAGE \# "'Page: '#'�'"  ��Insert a quote from Building Learning Communities on the importance of collaboration.
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