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Abstract

The concept of lifelong learning is the development of an individual’s potential for economic sustainability, and for personal experience of learning and self-fulfillment. Learning has become lifelong and life-wide as information technology requires that individuals be adaptive in learning new skills for in-demand jobs. Individuals must updated themselves with technical and networking skills in a globalised economy. These create four classes of perceived learners; namely: the employed and the unemployed, and whether they are motivated or unmotivated learners. Unmotivated learners must be encouraged to take up new skills, as human resource development strives to give better rates of return on human capital in an ageing workforce.

This paper attempts to look at some of these issues in the Singapore context, and examine how human resource development can be a change agent to improve employability of lifelong learners.
1.0 INTRODUCTION

Adult education has been Asian’s priority for economic growth and human sustainability. The World Bank officially recognizes that growth cannot be sustained without basic education for young people and adults. After the late 1990s economical crisis, managing learning takes on a new paradigm shift as information technology which gives ready, fast and accurate information, changes the way learning is done. New standards of literacy and competence are required. Adult learners have to take on new skills and to adopt different mindsets in order to earn and live, and to retire in an era of increasing energy cost and rising food prices. Adult education has shifted to continuous learning or lifelong learning as a way for economical survival, employment, and other exchange values. 
Today, Asia with its improving economy has started to examine the training and retraining of its talented and older workers as its population ages. One of the advantages of lifelong learning or adult education is that ‘East Asia will be the most dynamic economic growth region for the next few decades’ (Lee, 2005). 

With the possibility of a world recession - and Singapore had the highest number of respondents who said a recession would impact their hiring activities (Hudson Survey, 2008; about 40% of respondents in China and Hong Kong said likewise)  - hiring expectations have fallen to about 49% this quarter, down from 51 % previously. With the fear of rising retrenchment and the urgent need to remain employable, there are needs to design some form of an ‘unemployment benefit’ for jobless workers – to fund the training required for them to get back into the workforce. 
1.1 The Need for Continuous Learning

In Singapore, lifelong learning focuses on continuous learning skills that provide individuals with the ability to translate knowledge and know-how into action that results in a desired performance. Three key areas of skills training and upgrading are currently being encouraged; namely:

a) Technical Skills – A technical skill is an ability to perform specified task based on ability derives from knowledge or expertise gained from education or experience. This skill involves proficiency at selecting work methods, processes and procedure to carry out tasks;

b) Human skills – These skills are being appraised to give individuals the ability to work well with other people and to develop interpersonal relationship at all levels. It includes skills in giving better customer relationships to achieve excellent service levels. Currently there is a need to develop coaching and mentoring capabilities in organisations to help identify leadership in workplace.  Human skills also include skills at knowledge networking as an informal lifelong learning process; and
c) Conceptual skill – Where these skills are generally thought to be confined to top management people, conceptual skills are gradually permeated to the lower levels of the rank and file to instill a sense of commitment to the organization by increasingly enhance the problems solving and decision-making process. Innovative, creative, and quality improvement ideas are being pursued to harass workers’ talents.
Learning is developed mainly for individuals, and is geared towards their employability. Individuals are encouraged to participate in lifelong learning with courses developed by the SIM University (UniSIM) and Workforce Development Agency (WDA)-accredited lead training providers. A new liberal arts college is being set up (ST 8th March, 2008) to produce learners who go on learning after their formal education has ceased - adults who think, and question, and know how to find answers when they need them.

1.2 Chronology of Adult Learning in Singapore  
To understand how lifelong learning in Singapore evolved, it is necessary to        examine retrospectively how adult learning started in Singapore. The first social adult education was in 1823 when the first library was set up in Singapore Institution, followed by the publication of the Singapore Chronicle the next year. (See Appendix I for ‘Chronology of Adult Education in Singapore’). The latest Adult Learning Institute is being set up within the Workforce Development Agency (WDA) this Year. Singapore’s 185 years history of adult education had undergone phases of reforms, maintenance, acculturation, and conservation (Jenkins, 2005). However, no true learning culture has evolved because adult education had all along been led by authorities where learning is a need rather than a want. Its educational philosophy basically remains unchanged - that people must be pragmatic and fend of its own survival whilst contributing to nation building. Today, with the fear of retirement caused by financial insecurity and the risk of losing out to the new generation of tech-savvy young workers and foreign talent accept that learning can be ‘delivered by different methodologies and approaches’ (Galagan, 2003).
This paper discusses lifelong learning and human resource development as a tool where organization facilitates the learning of its employees to become more productive and ‘empowered’ (Schied, 2003). It examines the implications lifelong learning has on employees (especially older ones) in Singapore’s context: namely:  

               1.   adult learners as members of globalised economy, and 

                2   the human resource development of adult learners. 

2.0 ADULT LEARNERS AS MEMBERS OF A GLOBALISED ECONOMY  
In Singapore, the training and retraining of workers have become a priority as      population growth is reclining, and the lack of local talented workers has made it necessary to attract foreign workers. Unemployment rate is low at about 2.8 % (see www.mom.gov.sg) amongst the 2.7 million workers. There a need to build up adult basic education programmes for 23% workers with below secondary qualifications as retirement age has been raised to 62 years old. This has led to the setting up of a Institute of Adult Learning in Singapore to ‘offer better teaching methods, new courses in fast- growing sectors’ Its missions is ‘to help improve teaching methods, and researches into the best ways to teach adults, who learn differently from young students’ (ST March 2008).  Singapore is trying to improve the employment rate of seniors (age 55 to 64 years-old) to 65%, from presently 56.2% (ST 26.4.2008). Adults want to keep working (survey by HSBC, 2006), an almost similar patterns in USA. A need for changes in training and re-training are necessary as foreign talents are imported as a way for economy growth. However, it has been observed that anyone above the age of 40-45 are considered as unwanted or, as Hoffer (1951) says, ‘discarded’ by employers. Such discards include professionally qualified who have to sustain their livelihoods by working as taxi drivers, hawkers, security guards, brochures distributors, and related low skill jobs. Government has several incentives to attract workers back to work including subsidised training grants, and special training for women. But companies as learning organisations are not supportive of giving their senior workers suitable training before their retirement. Simply they often have no plans to re-employ them. Though training offers the opportunity to learn new skills, human beings are not able to cope with the exponential growth of information and the speed of information and business processes (Hasebrook, 2001). Although Singapore has one of the highest investment in development its human resources in Asia, very few studies were done on macro level HRD policy perspectives (Osman-Gani, 2004). Most policies were successful implemented because of the unique small population. However, some implications of policies to popularise adult learning can be observed. There is marginalization, and this has evitable created four categories of adult learners in a globalised economy; they are: 
- the unemployed and poor learners,                                       - the unemployed and unwanted learners;                              - - the employed and unambitious learners; and                      - - the employed and ambitious learners.

Figure 1 below shows a matrix of these perceived learners. 
                          Figure 1: Diagram of the 4 Categories of Learners                                                                                                            
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	UNMOTIVATED

LEARNING

	Unemployed and Poor Learners

Negative learning attitudes and no resource to get job training. Social constraints hamper learning.

Government has several incentives to encourage them work.

	Employed and Unambitious Learners

There is not much learning experience.  Work is simple and there are no career opportunities. For complex work situations, no support and motivation from company as training is seen as an unnecessary activity. Training attitudes are negative.

	MOTIVATED
LEARNING


	Unemployed and Unwanted Learners

Training attitudes are positive. Had good learning experience. Training is used to develop own skills as part of career development. Getting training is difficult because of being unemployed. 

	Employed and Ambitious Learners

Training attitudes are positive with support and motivation from company. Opportunities for advancement


The Unemployed and Poor Learners
The unemployed and poor learners have negative attitudes and no resources to learn. They are caught in a cycle of unemployment and cannot participate fully in society. They have many reasons for not participating in the learning, mainly because of their past bad experience in learning. Many are unable to learn because of social constraints. Even encouragement and incentives from governmental agencies are not sufficient to entice them into learning.

The despair brought by unemployment comes not only from the threat of destitution, but from the sudden view of a vast nothingness ahead. However, these unemployed in Singapore have the willingness and strong physical strength to do whatever work to sustain living. They can be seen working as cardboard collectors, brochure distributors, packet tissue papers peddlers, and other no-skills jobs. The unemployed and abjectly poor learners can only learn if they could participate in society and be sufficiently informed, healthy and well-fed.  They could reduce the need for foreign workers, currently at 30% (Today, 2 May, 08), It is a manner of re-defining jobs with attractive income. Lifelong learning is for them to fit them into the economy. The Job Re-Creation Programme (JRP) under the National Trades Union Congress (NTUC) set up on March 2005 has not been able to identify workers’ motivation to be successful learners because it is sometimes a complex and time consuming process. The Enhanced Sheltered Employment (ESE) programme is for the intellectually disabled has to do contract work with companies. 

The poor learners are most frequent in the following categories; the poor, the minorities, adolescent youth, the unambitious, the disabled, the bored, and the lazy. In lifelong learning, these are often older workers and young adolescent who had bad experience in learning, and therefore hate learning of any sort. Their long-term unemployment may implicate the types of suitable training for them.
The Unemployed and Unwanted Learners 
The ‘new’ poor learners are the unemployed and unwanted learners with no resources to learn. Though there are several learning schemes initiatives from the Workforce Development Agency and the national trade union organization, these learning courses required minimum course fees. To these poor learners, this makes them to have no confidence in the future as it is uncertain and to change things is impossible. These are people who are caught in the digital world and unable to learn fast. They could be senior citizens, school dropouts, and ex-workers with heavy family’s expenses, overqualified people and women who are unable to pursue learning because of life circumstances often become trapped in a cycle of underemployment. This includes the self-employed who make up the 23% of workers with secondary qualifications and below. 

In a survey conducted by HSBC on retirement for Singapore (www.hsbc.com.sg) on ‘Future of Retirement: Insights for Singapore’ in June 2006, 86% of older adults (age 65 and above) agree to be allow to work, and 84% agree to be allowed to work up to no age limit. The government’s Lifelong Learning Endowment Fund (set up in 2001) could be fine-tuned to develop programmes to enable these learners to be allowed to work.

At the personal level, lifelong learning is directed at the acquisition of our competences – financial independence, emotional independence, survival skills and health independence. While this resonates with the Confucian idea of self cultivation, it tends to over-emphasis individualism. Yet, interesting, what seem vital to the creation of a learning society is for individuals to recognise the shift from independence to inter-dependence (Chia MO, 2006)
The Employed and Unambitious Learners
In Singapore, the trend is now towards contracted workers as a way to reduce manpower costs (instead of improving business effectiveness and efficiency) to maximize profits. Many professionals and skilled workers, unable to get full time employment in spite of the low employment rate are working on contract basis. Contract workers and employees are busy working, sometimes holding several jobs, working longer hours or doing moonlighting; they are the ‘working poor’ (Rylatt, 2000) These are the employed and un-ambitious learners where any learning initiatives will not benefit them if their lifestyles quality is to be affected. As Rylatt (2000) says, these are people working ‘purely for survival and not for pleasure’, so any learning would not appeal to them. These learners do not have any retirement plans. In Singapore, there are about 300,000 low income workers in the workforce. These employed and unambiguous are less qualified and may see training simply as an instrumental process that helps to preserve their jobs. On the other hand, employers may consider that the return on the investment on these employees is too low. Getting them to document their work experience (as a learning audit process) would be a way to encourage them to take up learning and at the same time, to retain the intellectual capital within companies. 
The Employed and Ambitious Learners

The employed and ambitious learners who are generally ignorant of the difficulties involved in learning, have many opportunities for learning through funded training courses endorsed by the Workforce Development Agency (WDA –see www.ntuc.org.sg). The learning companies offers opportunities for self-advancement, and this appeals mainly to self-interest learners who satisfied their desire for self-advancements. As Konard says, ‘people are motivated to study if they have positive experience of learning and some support from their employers’. The SkillsSave scheme (see www.ntuc.org.sg) which started in 2005 has attracted over 4,000 potential learners. Employees placed a fixed amount of their money into a portable personal account monthly, with their companies topping it up at the same time with amount of $96-$200 annually. The employees can use the training account to take up any training which may not be relevant to their jobs. However, only adults who are working and be members of the unions are allowed to open their learning accounts, and monies (including own contributed monies) can be claimed only after 3 months on commencement of courses. Such rigid on-the-job-training do not often tap into the potential learning of employees, and many industry trainers do not have good understand of basic principles of adult learning. Opportunities for learning are provided for those working within the systems; for example, teachers, nurses, civil servants are given free upgrading courses in order to achieve the required learning points. The filling up of a workplace learning questionnaire (like the one designed by Mercer University) would provide useful insights into perceptions of workplace and the type of learning or training required.    
3.0 HUMAN RESOURCE DEVELOPMENT OF LIFELONG LEARNERS 
In Singapore, human resource development has two unique features; namely:  tripartite approach, based on cooperation among employers, unions, and government; and a multidepartmental approach involving all relevant government agencies (Osman-Gani, 2004). Such policies do well in the development of organization, career, and individual, and acts as a change agent to achieve business efficiency and effectiveness. Within these broad job functions are training audit, training needs analysis, competences, and workplace training. One important role that is crucial in today’s tight labour market is ‘talent management or talent hunting’ – the acquisition and sourcing of talents. Companies have resort to engaging ‘head-hunter’ providers to search and ‘poach’ for  talent, while unaware of talents within their workforce, simply because there are no active documentation of employees’ skills and experience.  Such human resource policies could do little to encourage the entrepreneur spirit in working. It creates more challenges to learning for employment for older adults (Kuan, 2006).
3.1 New Approaches in Human Resource Development
People must be able to make the connection between what they learn or not learn at the individual level with the repercussions it has on the community, family, workplace or activist group 

In Singapore, lifelong learning occupies centre stage in national initiatives like Manpower 21 which puts in place a comprehensive system for workers to upgrade and update their skills continuously. The government is working with employers, unions, community groups and educational institutions to establish the School of Lifelong Learning. This is the framework to mass-customise training opportunities for workers. Training centres, accredited agencies, schools, and training grants providers could have greater accountability and programme effectiveness if their staff and trainers are knowledgeable in basic principles and practices of adult education and training. There is a shift from training to lifelong learning as learners have become consumers who need to network and      participate in social life.

The use of on-line learning or e-learning has not been fully explored in Singapore, as most training courses are not available on-line. On-line learning has the advantage that it does not interrupt with the social life of learners.  Its on-line interactive mode could be an effective informal manner of learning, as employees manage to learn with little or no contribution from their companies. 
Learning Audit and Self Directed Learning
One way to identify learner’s motivation is to ‘spend time and effort to identify the motivational fit between the person and the needs of the job. (Rylatt, 2000). It should give recognition of workers’ prior learning. In one of the ten indicators for 21st century workplaces, Longworth (1999) mentions ‘audits for learning’ as fostering the symbiosis between customer, employee, supplier, stakeholder and community. It analyses the learning requirements of all employees and discuss with learning providers how best these can be satisfied.
The Learning Audit programme developed by the Singapore Association for Continuing Education (SACE) is a record of workers’ experience and skills. It is used to document individual efforts in becoming lifelong learners. It shows accountability of the resource channeled to the broad array of activities aimed at promoting lifelong learning. Its process consists of a series of questionnaire which ask for data about individuals’ past, present and future learning experience and requirement and for opinions as well as facts – it involves the individual to reflect on his or her views of the world and the place of their learning. There are questions about the personal learning styles and preferences, and observations on the company and its performance in satisfying their needs, enquires about their own views of themselves, and discussions on dreams for their children. It is a complete document, opening up the minds of the interviewees and interviewer alike, and supplying more information about the individual than any survey. As Chia (2006) says ‘learning is not only about attending courses and talks, but also about getting involved in community work and taking up hobbies like mahjong and bird-watching. The individual learning audit legitimizes these non-formal and informal learning experiences.’ Learning is not only when we are receiving but also when we are contributing. The Singapore Association of Continuing Education (SACE) had initiated the Learning Audit process amongst its members in 2006, but it has not been easy because of members’ inertia. Greater marketing efforts in persuasion, discussions, and education will be done in future. (A model of Learning Audit programme developed by SACE can be seen in Appendix II.) 
Identification of adults’ resources as self-directed learners would be useful in pinpointing the learners’ motivation factors. These could be done through a series of instruments to assess learner autonomy at the individual level. One such technique – the Learner Autonomy Profile (LAP) developed by Prof Gary Confessore – measures the strengths and overcome weaknesses of the learners’ desire, resourcefulness, initiative, persistence and autonomy of learning. Knowing the employees’ strengths and weakness, and their networking ability would improve relationship with them.  It is a coaching approach, and gives a measure of predictability. 

The learning journey of each individual is different; for some it is difficult, whilst for other, it is motivating to be a self-directed learner. As Hasebrook (2001) notes, on-line media and self-directed learning environment are amongst the most effective learning solutions in terms of cost, time and logistic. This works in line with reducing training budgets and lack of good qualified trainers. The new economy is from information to knowledge economy which demands new business processes which create different business cycles. 

4.0 CONCLUSIONS
At the Dakar 2002 conference, there is a commitment to implement ‘Education for All’ by 2015 inclusive of young, old and disabled. Today with globalization, learning has to keep pace with accelerating changes that would result in disjuncture of learning, especially for adults learners. Jarvis (2006) says that 
               ‘there will always be some degree of marginalization by as 
                a result of new or revised public policies and procedures, 
               and ‘educated’ learners may become consumers to feed
               the economy (a capitalistic strategy).’

Jarvis (2006) would encourage disjuncture as the questioning process rather than think that it is our job always to provide answers.

A lifelong learner is free to move around, and go where there is plentiful of job opportunities and livable environment. Lifelong learning can be improved with interactive online delivery systems. It can be taught by letting what and when need to be known rather than accumulating a mass of knowledge (Theobald, 1989).
As Hoffer (1951) mentions ‘the central task of education is to implant a will and a facility for learning; it should produce not learned but learning people. The truly human society is a learning society, where grandparents, parents, and children and students are together in a In a time of drastic change it is the learners who inherit the future. The learned usually find themselves equipped to live in a world that no longer exists.

Lifelong learning will determine the success or failure of a nation in making successful transition to the man-made brainpower industries of the future – not the size of any particular sector.

Skills and competences developed through programs of lifelong learning are vital for workers performance in their tackling of precise job responsibilities and how well they can adapt their general and particular knowledge and competences to new tasks (Aspin, 2001). Lifelong learning is not restricted to those beyond the age of education in formal or institutional settings. Singapore’s unique human resource development policies have been effective for a small population, and by adopting new approaches to lifelong learning, it would reduce long-term unemployment which may have implications for the education of jobless individuals. It would encourage individuals to go on learning after their formal education to be reflective and informed as members of a community in a globalised economy .

Appendices

Appendix I:  A CHRONOLOGY OF ADULT EDUCATION IN SINGAPORE 

                    (by Chia Mun Onn, 2006; updated by Thomas Kuan 2008)


	1823 (
	Founding of the first library in the Sungapore Institution which  was later changed to the Raffles Institution

	1824 (
	Publication of the Singapore Chronicle  - the first English language newspaper 

	1845 (
	Publication of the Strsits Times , the oldest English language newspaper 

	1876 (
	Publication of Jawi Peranakan, the first Malay language newspaper

	     (
	Publication of Singai Varthamani, the first Tamil newspaper 

	1881 (
	Publication of Lat Pau , the first Chinese language newspaper

	1935 (
	Beginning of radio broadcasting  

	1942-45(
	Japanese Occupation 

	1949 (
	Founding of the University of Singapore was founded. 

	1950 (
	Formation of the Singapore Council for Adult Education 

	     (
	Founding of the Singapore Workers’ Education Association 

	1955 (
	Founding of the Nanyang University by the Chinese Community in SE Asia.

	     (
	The Hock Lee Bus Riots, 12 May 1955

	1958 (
	Establishment of The National Library. 

	1959 (
	Singapore achieved Self-Rule 

	     (
	Formation of the Adult Education Board (AEB) 

	1960 (
	Setting up of People’ Association 

	1961 (
	Founding of the National  Trade Union Congress 

	1963 (
	Beginning of television broadcasting 

	     (
	Beginning of the Longest Water Rationing, 23 Apr 1963

	     (
	The Opening of the First Factory in Jurong, 2 Aug 1963

	1964 (
	Setting up of a Department of Extra Mural Studies at the University of Singapore.

	1965 (
	Year of Singapore Independence 

	     (
	Setting up of the National Youth Leadership Training Institute ( NAYTI) by the People’s Association 

	1967 (
	Regional conference on “Urban Adult Education in Developing Countries “ - jointly organised by AEB and the Dept of Extra Mural Studies 

	     (
	The First Intake of National Servicemen, 17 Jul 1967

	1968 (
	The First 'Keep Singapore Clean' Campaign, 1 Oct 1968

	1971 (
	Withdrawal of the British Military Base in Singapore, 11 Nov 1971

	1972 (
	Establishment of the National Productivity Board  

	1979 (
	Formation of the Vocational and Industrial Training Board with the merger of the Adult Education Board and the Industrial Training Board 

	     (
	Founding of the Singapore Association for Continuing Education (SACE) 

	     (
	Introduction of the Skill Development Act in Parliament for the establishment of s skill development fund

	1984 (
	National Exhibition to commemorate 25 Years of Self-Government 

	     (
	Launch of the Basic Education for Skills Training (BEST) programme

	1986 (
	First run of the UBC Diploma Programme -jointly organised by the Dept of Administrative, Adult and Higher Education of the University of British Columbia and SACE 

	1987 (
	Introduction of the Continuing Education Unit(CEU) scheme by the Singapore Professional Centre –to promote professional continuing education 

	1988 (
	International Workshop on Training and Re-training of Adults – jointly organised by Asian – South pacific Bureau of Adult Education and SACE 

	1989 (
	Launching of the MA Programmme in Tertiary, Adult and Continuing Education – jointly organised by the University of Hull and  SACE 

	1990 (
	The Vocational and Industrial Board became the Institute of Technical  Education 

	1991 (
	Hijack of SQ 117, 26 Mar 1991

	1992 (
	The first nationwide Emergency Food and Water Exercise was held. 30 - 31 May 1992

	1996 (
	An International Conference “ Adult and Continuing Education into the 21st Century was organised by SACE 

	1997 (
	CREST (Critical Enabling Skills training) Programme was launched by the Singapore Productivity and Standards Board (PSB) 

	     (
	Launch of Singapore 21 Committee. Its role was to strengthen the "heartware" of Singapore in the 21st century

	1998 (
	Singapore slips into recession for the first time in 13 years during Asian financial crisis

	1999 (
	Launch of Manpower 21 and the” School of Lifelong Learning” -a comprehensive plan for the development of our work-force capabilities in the knowledge

	     (
	The Civil Defence Academy was opened 26 Mar 1999

	2000 (
	Singapore Learning Festival 2000 inaugurated 

	2001 (
	International Conference on Lifelong learning – Provisions, Participation and Possibilities –organised by SACE 

	     (
	Launch of National IT Literacy Programme

	2003 (
	SARS Outbreak 

	     (
	Establishment of the Singapore Workforce Development Agency (WDA)

	2008
	Setting up of Institute of Adult Learning under the Singapore Workforce Development Agency (WDA)


Source: 

1. BBC News, Timeline Singapore

2.Lim Hoy Pick ( 2001) Singapore in South and East Asian Adult Education , Chronologies in Commonwealth Countries James A Draper |Ed ), Universiti Putra Malaysia Press.

3. CHANGE – the newsletter of the Singapore Association for Continuing Education, Jul – Sept 1990,  

Appendix II – Learning Audit Programme by SACE 
	Individual Learning Audit – written by Chia Mun Onn (2006)

The Individual Learning Audit Process developed by Barrie Brennan (with modifications developed from the Lithgow meetings)

The Individual Learning Audit Process does not seek to proscribe a linear progression through a series of set questions. Rather it is a structured conversation, conducted by an ‘interviewer’ who can use the stages outlined here to help stimulate and steer dialogue that will help uncover learning information about the interviewees learning attitudes and experiences.

In summary the conversation Stages are:

1. Negotiation;

2. Exploring non-work experiences;

3. Creating a learning map for the client;

4. Exploring learning options in broad terms;

5. Exploring learning options specific to employment pathways.

As a result of the discussion the interviewer will be able to:

1. Potential for Recognition of Prior Learning (RPL) or Recognition of Current

Competency (RCC) processes;

2. Identify particular modes and venues of learning activity may be more

productive than others;

3. Identify any attitudes to learning that may represent barriers to particular forms

of learning and help explain difficulties experienced in the past. Once identified,

appropriate learning activities can be selected to help minimise potential difficulties

or in cases where learning options are limited, strategies can be developed to assist

the learner overcome difficulties even in learning environments which do not

directly suit the learner’s preferred modes or environment;

4. Make recommendations about the most productive learning pathways by taking

account of local providers, the client’s preferred learning mode, preferred learning

environment, attitude towards structured learning activity, and current

competencies gained formally or informally.

5. Explore alternative training options, such as volunteer work or workplace

‘shadowing’.

There follows a description of the points around which the conversation may be structured.

1. Negotiation

In this stage the point is made by the interviewer that the plan is to concentrate on nonworking aspects of the client's life, and that the client has the opportunity to decide what

they wish to talk about. The non-work aspects are chosen because these can help start

the conversation off on a positive note. Non-work activities also often greater measure

of direction by the participant and so can offer a truer indication of preferred learning

experiences, although the term ‘learning’ is probably not introduced at this stage.

The interview will rely heavily on what the client has to say. The Individual Learning

Audit Process may take some time and may spread over more than one session. The

interviewer will report back to the client on what he/she says as a means of furthering

the job seeking process.

2. Exploring non-work experiences

This part of the conversation is all about finding out ‘What turns you on?’ ‘What makes

you feel good?’

It is important to try to identify an activity, event, transition, or issue in which the client

feels some pride, sense of achievement, satisfaction or acceptance that it is a turning

point. A role or situation about which he or she feels 'good', 'done well', 'got some

satisfaction', 'was admired by my peers'.

There are four areas of non-work activity or events which may be explored in turn. The

use of the four areas, and certainly more than one, is to provide the opportunity for the

client to reveal - if that is in fact the case - that their modes of learning may be different

across different areas of their life.

This Stage is the one at which patterns of 'use' are identified in terms of what they do use

and what they seem to avoid. Without necessarily mentioning the term learning, it is

central to this part of the audit to help the client identify their learning - of how they

planned to do things, especially new things, of how to solve new or old problems, of

how to use new technology or techniques, how to get on with others, to be successful, to

handle failure and so on. It is not necessary to cover all four areas and the way the client

responds will determine the way this Stage develops.

If the client has chosen to discuss work experience, then each of the following can be

adapted to be applicable to a workplace context.

· ‘Recreational: hobbies, sports - football, golf, bowls or fishing, gardening, pets and

animals, repairing &/or collecting things (but what 'things'), messing around with

mates. Key questions include exploration of how the client obtains information

about their hobby activities, how they go about developing new skills or

knowledge to help them develop this area of interest.

· Life transitions/passages: Marriage, divorce, moving to a new location, becoming a

grandparent, losing a partner, parent or child through death or accident all

provide useful insights into a client’s coping skills and the sorts of learning

activities they instinctively undertake in a pressured situation.

· Strong views: Ask the client to think of something they hold a strong view about,

but do not ask them to share their particular opinions with you. The key

questions here are - what was the origin of the strong view? How and why has it

changed? What may make you change your opinion now, or in the future? How

did the client reach that conclusion about the issue that is important to the client?

How was learning part of reaching that conclusion? Has this always been their

point of view? What would be likely to make the change their mind on this issue?

· Community engagement: Involvement neighbourhood or community activities, as a

volunteer or office-bearer or just a helper in groups or organisations or just neighbourly activity on a regular or irregular basis. The key questions may relate to what contribution is made and what personal rewards the individual has gained. The length of involvement may indicate perseverance.

3. Creating a learning ‘map’ for the client.

This stage involves the interviewer reporting back to the client about their learning, in a

jargon-free way, preferably using the terms in which the client has expressed during the

discussion. Things to consider in this stage are aspects such as whether the client prefers

to learn independently or with a group; whether they like to learn through trial and error

or through observation; whether they prefer or have an aversion to text-based material

and so on. Experiences about and perceptions of formal class-based courses conducted

by institutions such as TAFE might also be explored at this point.

The important point at this stage is not to mention methods not used by the client.

Rather, it is important to focus on the methods they have used for each area, then

generalise and help the client to generalise across areas, if there are differences. If the

client tends to use similar methods across areas, that should also be pointed out. The

range - limited or diverse - of methods used by the client are an important focus for

discussion. Why do they use the methods they choose?

At the close of this stage the interviewer may wish to explain to the client that a map of

the client's current and favoured learning methods has been developed from the

discussion. Being aware of one's own learning map can be an important part of preparing

for new employment.

The desired outcome is for the client to start talking about their learning - hopefully with

some confidence. The picture may be a surprise to the clients: they may easily (or with

difficulty/reluctance) identify with it.

4. Exploring learning options in broad terms

Having established - very much in the terms that the client has used to describe their

learning in the various areas in stage 2 - a simple, general map of the client's

preferred/existing learning methods, two possibly related questions need to be addressed

as an opening to this stage.

The first is to explore with the client methods that have not appeared on their map. It

may be the use of technology and the Net or of formal courses or the use of the Library.

There is no list provided that indicates areas to be checked here. It is likely that the

methods will become clear in stages 2 & 3. The client's reasons for not using these

methods are important here. The reasons may be that they lack a skill or do not have

access to a technology. They may also have had negative experiences with the method.

Do they need to add this or that method to their repertoire?

Answers to the second question may emerge in the discussion of the first. The second

question relates to any barriers the client feels may prevent them from using a certain

method. It may be cost or location or that the client feels that he/she does not have

sufficient background knowledge or that the particular method is for 'young people' or

'those with good educations'. Is it important to seek to remove any of their perceived

barriers or just be aware of them?

Now may be the appropriate time to introduce the term' learning' - if it has not emerged

naturally in the conversation to this point. Setting definitions are not important, what is

important is to help the client realise that they have been learners, with varying degrees of

success, using a variety of methods with which they are comfortable.

The point has been reached at which the interviewer can seek to develop with the client a

broad, general picture of their learning, taking the map developed in Stage 3 and adding

to it the possibilities of additional methods and the removal of barriers to other methods.

5. Exploring learning options specific to employment pathways

The stage has been reached when the focus can move to employment possibilities and

pathways. Rather than the first question, in the process being described here, it is the last

question. In the light of the process through which the client has worked with the

interviewer, how now does the client answer the questions:

· Why do I want to work?

· What sort of work do I want to do?

· What sort of work do I seem to be best prepared for?

· What sorts of training/learning may be necessary to help me obtain the sort of

· work I would prefer?

Having shared the first four stages of the Individual Learning Audit Process, it is

expected that the answers to the questions may be different from those that may have

been given before the process was conducted. The interviewer may test this point of

view out on the client.

In the inter-personal relations between the client and the interviewer in this stage, the

content will be, as with the other stages, very client-specific. While the interviewer will

clearly need to be careful to note the details of the client's responses about employment

hopes and fears, the following learning related matters will need to be observed and

responses/solutions proposed:

Is the need for Recognition of Prior Learning (RPL) or of Current Competence

(RCC) evident in the client's responses. If so, where, how?

How are the client's noted barriers to learning/training relevant in his/her

proposals/plans. How may they be addressed/overcome?

In the light of the client's learning map, what forms of training, in method as well

as content, appear to be most relevant?

In the light of the client's learning map, what additional methods of learning may

be needed to allow the client to complete his/her training. How may the client be

best prepared for these new methods?

These four sets of questions require, in their answering, that the interviewer has, or has

easy access to, up-to-date information on a very wide range of learning provision as well

as training.

(Source :Adult Learning Australia, Working with Experience) 

Mr. Chia Mun Onn was the past president of the Singapore Association for Continuing Education (SACE). He was an advocate of self-directed and lifelong learning. 
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