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Approach andTechnologiesto Enhance
Organizational Knowledge,Learning and
Performance

BEYOND
E-LEARNING
THE SUMMARY IN BRIEF

Organizational ande-learning expert Marc Rosenberg addressesthreecriti-
cal questionsin his bookBeyondE-Learning: Where is e-learning — andorga-
nizational learningin general — heading?What arethelearning challengesand
opportunitiesthatorganizationsfaceastheydepend,morethan ever, on thetal-
ent and expertiseof their peopleto win in themarketplace?What’s thebest
role for technologyto play?

This summary shows thatreal impact happensthrougha confluence of work-
placelearning and performancestrategies — not juste-learning or classroom
training. It offers a timely roadmap that integrates training, e-learning,knowledge
management, collaboration and performance supportto help bring about success-
ful and sustainable organizationallearning and performanceimprovement.

Sharingideasfrom someof themostprominent leaders in thefield of e-
learning,Rosenberg explainsthemost current thinking on how organizations
learnandapply what theyknow to besuccessful. Going beyondcurrentprac-
tices, commonmythsandmisconceptionsabout training and e-learning, this
summary explorestheincreasingly important role that technologyplays,not as
anendin itself but as a vital meansto get there.

IN THIS SUMMARY,YOU WILL LEARN:

• How to take advantageof an increasingly wider array of learning andper-
formance approachesandtechnologies in thecontext of work.

• How to leverageorganizational know-how.

• Smartwaysto changehow organizationsimprove performance andlearn.

• How other organizationsusean increasing variety of solutionsnow avail-
ableto enhancelearning andperformance.
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Myths and Warni ng Signs
“E-learning” isnot “e-training.” It is too important to be

limited solely to instructionalsolutions.Forall theefforts
of two generationsof researchandpractice, themost
recent datasuggest thate-learningis still asmallpieceof
theoverall training pie.A 2004TrainingMagazinesurvey
reportedthatonly about 17percent of all training is deliv-
ered by computer (another8 percentof all trainingis
deliveredby aninstructorvia a “virtual” classroom)and
asmuchas70 percentof all training is deliveredin the
classroom(another5 percentwasallocatedto “other”).

TheMythsof E-Learning
Theover-hypedpromiseof e-learning wasin part

fueled by ninemyths:
1. Everyoneunderstandswhat e-learning is.Without

agreed-ondefinitionsandacommonframework for think-
ing and talking aboute-learning,confusion reigns.

2. E-learning is easy. Building anddeployinggreate-
learning takesrealeffort, discipline andexperiencein
fieldssuchasinstructionaldesign,informationdesign,
communications,psychology,projectmanagement and
psychometrics.

3. E-learning technologyequalse-learning strategy.
Youcan’t selectthe right learningmanagementsystem,
authoring tool or anyotherpartof youre-learning infra-
structurebeforeyou haveacomprehensive learningstrate-
gy thatpositions thetechnologyappropriately.

4. Success is getting e-learning to work. Truesuccess
for e-learning is in howwell it strengthensperformance
and thebusiness.

5. E-learning will eliminate the classroom.
Classroom-basedtrainingcontinues to haveanimportant
role, albeit asomewhatchangedone.

6. Only certain contentcanbe taught online.With the
right instructional design,almostany typeof knowledge
or skill canbedevelopedanddeliveredonline.

7. E-learning’s valueproposition is based on lower-
ing the cost of training delivery. E-learning’sreal eco-
nomic value is in themoneyit savesits clientsby shorten-
ing thetimeit takesto improveworkerskills.

8. If you build it, they will come.Gettingpeople to use
and accept e-learningwill takework andtime.

9. The learners are theoneswho really count. A
focuson learnersto theexclusion of other constituencies
reflects traditional training organization thinking ata time
when the training function must bemuchmore integrated
into thebusinessmainstream.

Warning Signs
Mostorganizationshavee-learning strengthsand weak-

nesses. E-learning strengthsopendoorsof opportunity,
innovation andvalue.Weaknessescanleadto wasteand
disil lusionment. Knowing whereyoustand, and what to
do about it, makesall thediff erence.If you’re insidea
businessor agovernmentagency, how do you know if
your learning (ande-learning) initiativesarein jeopardy?
From theperspective of anoutsideconsultant or service
provider, how do you know thatyourclient is moving in
theright direction?Look for theseninewarning signs:

1. Technology without strategy.
2. Weak focus on businessand performance

requirements.
3. Mi nimal e-learning experti se.
4. No attention to the unique attri butes of

e-learning design.
5. Weak assessment.
6. No focuson informal, workplace learni ng.
7. No governance.
8. Weak sponsorship.
9. Failure to managechange. ■
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Learning, E-Learning and the
Smart Enterprise

A smart enterprise is a high-performing organization
that allowsknowledgeand capabilities— enabled by
technology— to grow andflow freely acrossdepartmen-
tal, geographical or hierarchicalboundaries,whereit is
sharedandmadeactionablefor theuseandbenefit of all.

A smartenterprisebeginswith a high-performing
work force, supportedby a performance-enhancing
workplaceenvironment. It is anorganization where this
knowledgeis collectively,systematically and efficiently
appliedfor valuedpurposes,such asbusinessgrowth,
operationalimprovement, productdevelopment,new
market acquisition,customersatisfaction andthe
enhancement of employeeperformance.

Characteristicsof theSmart Enterprise
Looking at thecharacteristicsof a smart enterprise

moredeeply, therearefive key pointsto emphasize:
• A focus on knowledgeand application. Thesmart

enterprise is sustainedby what thecollective employee
bodyknows and is able to do asa result, especially
whenthe“doing” is creative, insightful or innovative,
evenif it involvestrial anderror.

• The effective use of technology. Pervasiveconnec-
tivity andmobilecomputing will contributeto increas-
ingly decentralizedwork where,from 2007goingfor-
ward,beginning in theUnitedStates, knowledgework-
ersmay spendmostof their time working outsidethe
traditionaloffice.

• A systematic and a dynamic approach. Thesmart
enterprise existsonly throughthesystematic coordina-
tion andcollaboration of thesmart individuals who
comprise it andtheknowledgeeach carries.

• An emphasison both individuals and teams.The
smartenterpriseis centeredon theperformanceof
teams, organizations andbusiness units, and this is a
reflection of theknowledgeandcapabilities of individu-
alswho makeup thesegroups.

• A performancefoundation. Themetricsthatmatterto
theorganizationareits readinessmeasures, includingpro-
ductivity, individual performancemetrics, teamor small-
groupperformancemetrics,andbusinessmetrics,asdictat-
edby itsstrategy, andoperationalgoalsandobjectives.

Online Training
Beyondtheclassroom, onlinetrainingcanreach people

who aredispersedgeographically, andit allowslargenum-
bersof people to participatein acourse.Thiscan markedly
improvetheefficiencyof training,enablingmoreinstruc-

tion to bedelivered to morepeopleat a lower cost.
Technology doesmorethan justsupportamorecompre-

hensiveset of learningandperformancetools. It alsohas
alteredthenatureof work. It enablesmorevirtualwork
arrangementsand theability to organizeglobally. Theuni-
versality of desktop computingandtheInternethasradi-
cally changed businessand isdoing thesamefor learning.

HowSmart EnterpriseThinking Changesthe
Nature of E-Learning

Themostimportant aspect of thesmart enterpriseas it
affectse-learning is thedirect integrationof e-learning into
businessprocessesandactivities.Thismeansthatconsider-
ation of learning and performance issuestakesplacemuch
earlier in thedevelopmentof newsystems, toolsandwork
processes.It alsomeansthat trainingorganizationshave to
rethink how theyarepositioningthemselvesgoing forward.

Smart enterprise thinking alwaysbeginswith questions
like,“What arewe trying to accomplish?” rather than
questions like,“How canweuse training?” This requires
muchmore initial analysisanddecision making. Most
important, it requiresanopenmind to solutions thathave
nothing to dowith learning andmore to dowith thecul-
ture,constraints, incentives, resources, toolsandsupport
peoplehave for doing their job. Fix theenvironment, and
learning canflourish. ■

Building a Learning and
PerformanceArchitecture

During the Internetbubble,whenLucent Technologies
wassoaring, it could easilyafford classroomtraining and
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Lessons Learned
Like the rest of the Internet and the knowledge

economy, the e-learning phenomenon is finding its
own path and moving in new directions. Here are
five important lessons learned:

• We have over-relied on technology. We should
think of technology as an enabler, not a strategy.

• We have spent too much time in the training
center. We should truly integrate ourselves more
with other key business operations.

• We have often spoken a foreign language. We
should tone down our jargon and speak the lan-
guage of our clients.

• We tend to think this is easy. We must avoid
trivializing human learning and performance and rec-
ognize that this is hard, professional work.

• We want immediate results. New ideas need a
gestation period and a time for experimentation.



thecosts thatcamewith it. Soonlinetraining wasonly 10
percentof thecompany’stotal trainingactivity, and train-
ing centersbulgedwith activity.Whenthecrashcameand
trainingbudgetsshriveled,Lucentcompletely reversed
itself andtriedto providemorethan90percent of its
trainingonline.But it foundthat anover-relianceonone
delivery strategy wasneitheraseconomical noraseffec-
tiveasthecompanyassumed.A balanceof about65per-
cent classroom and 35percentonlinetraining ultimately
became itsmore reasonable— andrealistic— goal.

Like Lucent,whatmostcompaniesarelooking for is
a way for e-learning andclassroomtraining to coexist
andevenbenefit eachother.Oneapproachhasbeen to
adoptblendedlearning.

Blended learning is theintegration of groupandself-
pacedinstruction,usually manifested throughclassroom
andonline delivery.Decisionson how to blend are
based to somedegreeon instructionaldesignconsidera-
tions,that is, how bestto presenttraining materials to
facilitate effective learning(andultimately improve per-
formance),andon businessconsiderations,including
costand productivity issues,such asspeedof deploy-
ment,scalability, time in training andupdatability.

TheLearning and PerformanceArchitecture
A learning and performancearchitecture is asystem-

atic integrationof approachesthat facilitatesbothformal
and informalworkplacelearning andsupportand,ulti-
mately, improvedhumanperformance.

Thearchitecturedescribesamodelof howthese
approachesrelateto eachotherandis basedonfive impor-
tant truthsabout where learningandlearningtechnology
must go to fulfil l thepromiseof thesmart enterprise:

• Most learning takesplaceon thejob.
• Learning is not training.
• Training, evenonline training,is incapableon its own

of supporting all the learningneedsof employees, part-
ners,suppliersor customers.

• Technology hasdemonstrated apowerful capability to
enablework forceproductivity,and it can do thesamefor
learning.

• Learning effectivenessis extremely important in the
smart enterprise,but it doesnot, in andof itself, constitute
theultimatevalueproposition.Thatcomesfrom the
improvedlevel of work forceperformance.

Redefining E-Learning
Within thelearningandperformance architectureis e-

learning— not e-learning asit is traditionally practiced
but a broader, moreinclusivedefinition of e-learning:

E-learning is theuseof Internet technologiesto cre-
ate anddeliver a rich learning environment that includes
a broad array of instruction and information resources
and solutions,thegoal of which is to enhanceindividual
and organizational performance. In this definition,both
instructional and information solutionsare employed.
Not all learning requires an instructional solution.

PerformanceSupport
Performance support (or electronic performance

support) is a tool or system, oftencomputer based,that
provides electronic task guidance and supportto the
user at the momentof need.

With the right tools, people canperform at a higher
level thanthey would have beencapable of on their own.

Al though mentoring andcoaching are oftenover-
looked as a viable learning strategy, organizationswith
a strongmentoringand coaching culturetend to show
moresmart enterprise characteristics.

TrueBlendedLearning
An expanded view of blended learning includesthe

combination of training (formal) and non-training
(informal) approachesthatsupportthesmart enterprise
(such asknowledgemanagement, performancesupport
and coaching) in ways that improvetheeffectiveness
and eff iciency of learning.

The growth areas with themostpromiseand most chal-
lengeare thoseon theinformal, work-basedside: knowl-
edge management and performance support. Like the
architect of buildings,architects of learning and perfor-
mance should be well versed in this expanded toolkit. ■

KnowledgeManagementin
Action

Knowledgemanagement (KM) is thecreation,
archiving and sharing of valued information, expertise
and insight within and acrosscommunities of people
and organizationswith similar interests andneeds,the
goal of which is to build competitive advantage.

KM is composed of three interconnected and interde-
pendent components:

1. Inf ormation Repositor ies.New approachesto
managing documents and otherphysical knowledge
assets havebeen nothing shortof a revolution in infor-
mation managementand distribution, as well asa revo-
lution in learning,because of theenhanced ability to
update a broadly distributedwork force and keepcon-
tentup-to-date in real time.

2. Communities and Networks. People learnwith
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and throughothersastheybuild relationships.
3. Experts and Expertise.Essential to thesuccess of

any collaboration effort is theavailability of expertsand
expertise.Your goalwith KM is to turn undiscovered
knowledgeinto common(or organizational) knowledge
— knowledgethateveryonewho needsto know (or
know about)actually does.KM enables theeasyand
systematic creationof knowledgeand facilitates its dis-
seminationsothat it is commonlyknown.It creates
opportunitiesfor collaborationthatbring undiscovered
ideasto thesurface,wheretheyhavevalue.

KnowledgeManagementApplications
Whenever peopleneedto shareinformation, work in

teamsor improve theefficiency of projects,KM canbe
a valuabletool. SometimesKM reduces theneedfor
training;other timesit augmentsit. Thekey is consider-
ing all KM approachesasviableoptionswhenmaking
designand implementationdecisions.

KM can beappliedacrossseveral organizationalfunc-
tions, including call centersandcustomercare,customer
relationship management, e-commerce, government,
humanresources, informationtechnology,partner-sup-
plier relationships,professional services andsales.

Thebiggestuser of KM is undoubtedly themilitary.
TheU.S. Army’s informationneedsaresovoracious
that its KM system,Army KnowledgeOnline,had more
than6 trillion documents in 2003,making it oneof the
largest onlinerepositoriesin theworld.

Building KnowledgeRepositories
Theapproach to building knowledgerepositories is

systematic andreplicable. It borrows thebestfrom other
processes, including training design anddevelopment,
informationdesign,humanfactors, software develop-
ment,library scienceandsocial systems,to namea few.
Therearethreeprimarystages in theprocess:

1. Knowledgecapture: Identifying andgathering
theright content

2. Knowledgeconvergence: Organizing andstoring
thecontent

3. Knowledgeaccess:Providing user accessto
knowledge

TheKnowledgeManagementDevelopment
Framework

Theprocessto follow in building a KM solutionis not
unlike othersystematic processes. It has four major
phases: diagnosis,solution definition,designanddevel-
opment, and implementation.

In building asuccessful KM solution, it is important to

work acrossfive key componentsof thefinal system: strat-
egy, management and governance, procedures,applications
and tools, and technical infrastructureandarchitecture.

A TeamApproach to KnowledgeManagement
Knowledgemanagementsolutions,whether theyare

just information repositories or includemoreextensive
collaborative communities, cannotbebuilt by training
departmentsalone. Most training organizations,includ-
ing corporate universities,do not have thecharter, spon-
sorship, reach, resources or expertise to providea com-
plete solution alone. KM is interdisciplinary. It involves
a deep understanding of how people learn anduseinfor-
mation,a sharp focuson businessobjectives,andexten-
sive technological prowess.It is a team effort. ■

Learning Thr ough Online
Collaboration

Knowledgemanagement toolsgreatly enhance informal
learning by facilitating thedelivery of information at the
moment of need and in thecontextof work.To bemost
effective,KM systemsmustalsosupportcollaboration
among individuals andgroups,peersandexpertsalike.

Organizationsthat focusmost of their resourceson
building massive knowledgerepositories and ignorethe
collaboration side of KM miss out on tapping thehuge
reservoir of talent andexpertise insidethebusiness.
When collaboration is not supported andrewarded,new
ideas and innovationsare slower to emerge, redundant
efforts proliferate and practicestend to stagnate.
Nevertheless, simply deploying tools that supportcol-
laboration, such aschat-rooms, threaded discussion or
instant messaging,does not guaranteethat your organi-
zation wil l bemorecollaborative if you don’t havea
supportive, knowledge-sharing culture.

Communities
Communiti es, or communitiesof practice, aretrust-

ing groupsof professionals unitedby a commoncon-
cern or purpose, dedicated to supporting each otherin
increasing their knowledge, creating newinsights and
enhancing performance in a particular domain. Theyare
people who need to work, learnfrom, and help each
otherachieve businessgoals.

Most communities serve four key functions:
• They are nodes for the exchangeand interpre-

tation of infor mation.
• They can retain knowledgein “l iving” ways,

unlike a databaseor a manual.
• They can steward competencies to keepthe
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organization at the cutting edge.
• They provide homesfor identiti es.
Communitiescanbeorganizedvertically or horizon-

tally. Vertical communitiesaremorecommon,generally
representinganorganizationalstructure,usually based
on reporting relationships.

Horizontal communitiesarerelationshipsbetween
peoplewith similar interests andneeds, independent of
reportingrelationships.

Critical SuccessFactors
Morecommunitiesfail thansucceed.Thecommunity

mustoffersufficient valuefor membersto becomeengaged,
yetpeoplemustparticipate in order to createvalue.

For communitiesto succeed,that is, for membersto
value their participationandfor thecommunity to be
valuedby theorganization, it is important to focuson
critical successfactors,including:peer identification,
contentvalue, incentives,removing risk to participation,
makingit special,community leadership, supportfrom
thetop,no “Big Brother” spying,theright environment
andtheright tools.

CollaborationTechnologies
Collaborationtechnologiesallow peopleto participate

asynchronously,contributing to thegroupat a time of
their own choosingand,whenwarranted,synchronous-
ly, in virtual teleconferencesor Webconferences.

Collaborative technologies,sometimesreferred to as
groupware, run thegamut, from specialized tools like
Webconferencing,to generaleverydaytoolssuch ase-
mail. Manyof thesetools alsocomeunder thebannerof
“social software,”which enablespeopleto organize
themselves into a network basedon their preferences.

Thetechnologiesof collaboration,in communities or
with experts,expand thenotion of e-learning.They
enablenewsources of knowledge,that is, peers and
experts, to sharewhat theyknow in real-time work set-
tings.Thesetechnologiescanandoftenshouldbeincor-
porateddirectly into training programs.But their real
contributionto learning andsmart enterprisethinking is
in extendingtheopportunitiesto share knowledgelong
after thecourseis finishedor actually replacing the
needfor sometraining altogether. ■

Learning and Performance in
the Context of Work

Ultimately thehallmark of a smartenterpriseis to
makelearning andwork indistinguishable from one
another.New advancesin technologyhave contributed

tremendously to work forceproductivity. This emerging
technological workplace environment creates newand
abundant opportunities for integrated learning andper-
formance solutions.

Electronic PerformanceSupport
Where performance supportwas once manifestedpri-

marily in paper-based job aids,it is increasingly elec-
tronic, with software development andperformance-
centereddesign as theoverarching methodologiesfor
building theseproducts.

An electronic performance supportsystem (EPSS)
uses software to assist people in achieving a level of
performancetheywould not otherwise beable to
achieve. Building performance supportsolutions
requires a deepunderstandingof whatpeople haveto do
or accomplish,that is, theperformance, andtheprocess-
es theyneed to go throughto get there.

Benefitsof PerformanceSupport
Performance supportrepresentsan additionalexpan-

sion of thelearning and performance architectureto a
point where learning,while beneficial, may bea sec-
ondary goal. In theperformance supportworld, getting
thejob doneis what matters; internalizing thewhy’s
and thehow’s arelessimportant.

Here arefive key benefits of performance support:
• Makes work simpler. Salespeople, for example, can

usea performancesupporttool to prepare a proposalfor
a client that suggestsdifferent types of provenpitches,
gatheredfrom past successful efforts and placedin a
repository for easy downloading.

• Configurable. Userscan format an EPSSto their
own needs.

• Provides high scalability. As software, electronic
performancesupportcan bequickly rolled out to a few
people or to thousands.

• Fosters performance consistency and reliabili ty
— to a point. Performance supportcan reducevariabili -
ty in theway people perform work tasks, which canbe
especially critical in technical or high-risk areas.

• Allows the non-expert to per form closer to the
level of experts. This may bethemost importantbene-
fi t of performance support: allowing individuals to per-
form with similar speed and limited error ratesasif they
were more proficient than theyactually are.

Embracing New Opportunities
Embedding learning not simply into theworkplace

but into thework itself expandsthefocusbeyondlearn-
ing to individual and organizational performance.
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You must implement aneffective changemanagement
and communications strategyto win theheartsandminds
of workersand executivesalike. Creating a leadership
culture that values learningandperformanceimprove-
mentis also essential. Finally, you must recognizewhere
non-learning solutionsare appropriate, to either reinforce
a learning environmentor addressperformanceproblems
and opportunitieswherelearning solutions, includinge-
learning solutions, wil l not work. For smartenterprise
thinking to become integralto your organizationalcul-
ture, these three areasmustbeconsidered. ■

Making the ChangeHappen
and Making It Stick

Changemanagement is critical to implementingnewand
durableapproachesto learning.Thereare13 changeman-
agement success factorsthatmust beaddressedto ensure
that newlearning initiatives,especially those thatrepresent
approaches thatare far from traditional, will endure.

Here arethesuccessfactorsto considerwhenbuilding
a changemanagementplan:

1. Get leadership onboard early. Nothing is more
importantto thesuccessof a newlearninginitiative than
thesupportof key leadersandvisible role models.

2. Tout success stories. Success storieswill give the
broaderpopulation a way to truly understandthat “if they
can do it, so canI.”

3. Focus on early- and second-wave adopters. Some
of thebest peopleto motivate others to try out new for-
matsfor learningandperformance are early adopters.

4. Avoid consequencesand build incentives.When
introducinga newway to learn,remove consequences
of participationand providetheright incentives.

5. Build a solid value proposition based on a clear
vision and attainable benefits. Theclearer and more
precise you areon thevalueproposition, themore likely
you are to get long-termsupportfrom executives.

6. Involve stakeholders and constituents thr ough-
out the process.Thosewho areinvolvedin thecreation
of somethingnewaremuchmorelikely to supportit.

7. Avoid a “this won’t work” message.Positive
communicationscansignificantly counter feelings that
theproject is goingto fail.

8. Set prior ities. Thepriorities of end users andspon-
sorsgo hand-in-handwith their view of theproject’s
likelihood of success.

9. Dispel fears of technology. Provideadequate train-
ing and humansupport.

10. Give people time to adapt.Almost all change
initiatives find resistance early on.But it’s far worse
when people feel that they’rebeing rushedinto some-
thing they’renot sureof.

11.Don’t forget trai ning. It shouldbepersonalized
to theuser’s skill and experience level, allow plentyof
practice and provide realistic scenarios.

12. Provideongoing support. Thebest changeman-
agement effortsextendwell beyond initial deployment,
with continuedtraining, help lines, newsletters,support
Websites,testimonials, successstoriesandcasestudies.

13.Don’t confuse“I can’t” with “I won’t.” Don’t
mistake resistance to changewith inabili ty to change.

A good communication plan is akeyelement of asolid
changemanagementstrategy, thegoalof which is to move
people through threeadoption stages: from awareness, to
understanding to preference. ■

Championing Learning
Whetheryour new project represents incremental

improvements, likeadding newcoursesor upgrading your
technology, or a fundamental change in your learning and
e-learningstrategy,besureyoursponsorsareonboard as
you begin. Thisavoidssurprisesand disappointments later
and gets influential alliesinvolvedfrom thestart.

Governance
Onecritical leadership area that is often overlookedis

governance: theoverall decision-making processand
management of your learning strategyand resources
acrossthesmart enterprise. Even if you haveonly a sin-
gle training group,you can benefit from soundgover-
nance as it wil l help you build better working relation-
shipsacrossyour organization.

Learning ande-learning governance can rangefrom a
formal decision-making bodywith lots of control and
power to aninformal collaborative bodythat simply
keepseveryoneapprised of what’s going on.Eitherway,
governance helpsavoid duplication of effort andpro-
videsopportunities to leverageresources better.

A governance program cangive you a single voiceto
executive leadership, includingimportant businessunit
leadersandtheCIO; providemoreleveragefor learning
amongenterprisepriorities; and provide everyonewith a
morestrategic perspective. It will help you find waysto
centralizescalable assets and programs,suchastechni-
cal infrastructure, professional development andvendor
management, while decentralizing areas that meet
diverse businessor local needs,such as content develop-
mentand delivery. And it will help you develop a more
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comprehensive staffing plan— onethat bestusesyour
preciouslearningandtechnical talent.

If WeBuild It, Will They Come?
Building a highly trainedwork force is merely a step

on theway to building a smart enterpriseand enhancing
theorganization’sability to learn andinnovate.You’ll
never get thereif you haven’tmovedpeoplebeyond
simpleawarenessof newwaysto learnto preferring
newwaysto learn.You’re likely to go nowhereif you
can’t get sponsorsonboard,or if you can’t bring all
your resourcesandalliestogether underonetent.But if
you build it well and leadtheway, theywill come. ■

From E-Learning to Learning
to Perform ance

In theearly part of the20th century, therailroadscar-
ried almost 90 percentof intercity passenger traffic in the
UnitedStates, especially on trips of morethan300miles.
They were reasonably priced,safeandcomfortable, and
they were constantly improving,albeit incrementally. In
the1920s and 1930s,airplanesbeganflying people
betweencities. Travel by air wasexpensive, risky and
uncomfortable,but it wasfaster.Air travelwasa radical
change in how people got from point A to point B.

Therailroad goliaths looked at
these fledgling airlines with
amusement. If theywantedto,
theycould haveboughtup all
theairlines for pocket change.
Today, passengers might befly-
ing theBurlington Northern
Ai rline,theSanta FeAirl ine or
even theAmtrak Airl ine. But the
railroadsmadea fundamental
mistake in their thinking: They
sawthemselves in therailroad
business,not in thetransporta-
tion business. Theydefined
themselves narrowly. Theydid-
n’t seechangecoming and stuck
to their safe, comfortable ways.
Today, 90 percent of intercity
passengers travel by air.

Moving Beyond E-Learning
You havea similar choiceto

make when it comes to moving
beyonde-learning.Like therail-
roads, you canstick to whatyou know and do well. You
can continueto focuson training and continueto see
yourself in thetraining business.A highly trainedwork
forceis essential for a successfulbusiness, and there
will always bea need for quality classroomand online
training.So,of course,do training well , but don’t stop
there.

Therailroadsdidn’t seethemselves in thebroader
transportation business,but you can position yourself
and your organization in thebroader learning business
and,more important, in theperformance business.You
can embrace both theclassroomand theworkplaceby
embracing different andexpanding roles,with new
responsibili ties, increased challengesand greater
impact.

Moving beyonde-learning is not simply moving to
newtechnologies or newapproaches for training or
learning. It is a transformation of thefirst order;the
relationship that peoplehavewith what theyknow,how
theyknow it and what theydo with it is profoundly
changing.Thelearning andperformance field is being
refinedin theemerging smart enterprise, andthetrain is
leaving thestation.Are you onboard?

With the willingnessto accept change, follow divergent
pathsand construct newgoals and objectivesthat may be
servedby our emerging “e” technologies,who knows
what remarkable wonders lay beyonde-learning? ■
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RECOMMENDED
READING LIST

If you liked Beyond
E-Learning, you’ll also
like:
1. What Got You Here Won’t

Get You There by
Marshall Goldsmith with
Mark Reiter. The corpo-
rate world is filled with
executives, but only a
handful of them will ever
reach the pinnacle.

2. Wikinomics by Don
Tapscott and Anthony D.
Williams. he authors
address how the Internet’s
social network offers new,
decentralized ways to pro-
duce content, goods, ser-
vices and profit in the
emerging world of mas-
sive peer collaboration.

3. Blueprint to a Billion by
David G. Thomson. This
is a valuable guide to the
seven essentials that top
companies need in order
to achieve exponential
growth.
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Summary: BEYOND E-LEARNING

Four Principlesfor Moving Forward
Moving beyond current thinking and perceptions

of e-learning will likely require you to reinvent the
way you talk about and practice it. You must reflect
the need for speed and greater efficiencies, and the
emergence of new thinking about learning and per-
formance. Getting there involves adherence to four
main principles:

• Heed the warning signs. Look around for tell-
tale signs that your efforts are in trouble or heading
that way. Embrace your strengths, but don’t ignore
your weaknesses.

• Reinvent what you do. Reinvention is not always
about trashing what exists; rather, it is about improv-
ing what you are doing and moving on from there.

• Redefine your world. New technologies and
new requirements are changing the landscape, so go
(smartly) with the flow.

• Put yourself in the bigger game. Get into the
workplace and become a valuable partner in solving
real business problems with the least disruption to
work as possible. Figure out how to help mainstream
business activities and get operational functions to
embrace what you do and what you can offer.


