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During recent years, the importance of continuous expertise development has been noted by players on several levels of society. Slowly but surely, we have come to accept the notion that, during our entire professionally-active lives, we will need to develop and learn new things in order to cope with the demands of working life. In a society where enterprise is characterized by change and unpredictability, the individual co-worker needs to be greatly involved in, and committed to, the development of the organisation. Acquainting oneself with, for instance, contemporary research and changed market conditions is deemed necessary for both individual and organizational evolution. Knowledge of what is happening in the outside world, outside the physical bounds of the workplace, is a prerequisite for being able to compete. Co-workers must not be isolated in narrowly delimited duties; they must be encouraged to raise their sights and acquire knowledge of the development of their business, in order to be able to actively contribute to it in due course.
In that perspective, informal learning is becoming increasingly important. Informal learning, according to Ellström (1997), refers to learning that occurs in daily life or at work. This can occur consciously and be planned as with, for instance, as Ellström puts it, self-regulated learning or with different forms of experience-based learning, such as taking part in networks, coaching, consultation, or mentorship. 

The point of departure for this chapter is that learning is a natural process at many workplaces. People converse and discuss with one another in order to sort out problems and find new and improved ways of achieving results. Using this departure point, a central issue for staff charged with expertise development must concern how the learning processes intimately linked with the day-to-day situation of the co-workers (and what we here mean as informal learning) can be supported and developed. How can we create resources and strategies for continual learning which include support for both informal and formal learning?
If we ask an employee about what expertise development he or she has received, we will most probably be given a list of the formal course(s) he or she has attended during the past year. During courses, a pre-defined content is gone through which the attendees are expected to benefit from upon returning to their workplaces. If we instead ask the employee – Where have you learnt to carry out your duties as you are currently doing them? – we will probably receive a slightly more differentiated answer. To a certain degree, the person will account for his or her training but will also mention that he or she has learnt from colleagues by means of exchanging experience, e.g. discussing solutions to different problems. In all probability, he or she will talk about feedback from the managers or leaders of that business. This feedback may have consisted of corrections, criticisms, or proposals leading to improvements to, and changes, in the methods of working. A third comment could be that there is much reflection upon one’s own performance as a way of developing and improving – a form of self-assessment.

Exchanging experience, self-assessment, and feedback are activities which are a natural part of many people’s work situation. We see them as examples of important activities which can be fostered and supported via the development of net-based communities of learning. These activities are not normally perceived as a source of expertise development despite the fact that most would probably agree that they lead to increased understanding, insight and development – in other words learning. From being dealt with relatively marginally, the question of how such knowledge is to be assessed, or as it is called validated, has been attracting increased attention, not least in the debate concerning the research and development of lifelong learning (the Council of the European Union, 2004).
Creating formal structures and processes in order to more methodically support and develop informal learning is, in part, a new concept. Exactly which areas can be of relevance, as well as what suits best and when, will have to be developed through further research. In the chapter, we provide some ideas and show some examples in three areas – exchanging experience, self-assessment, and feedback – which we perceive to be possible to actively support. Additionally, an important future task lies in developing the forms of how knowledge created through activity on the net is to be validated (the Council of the European Union, 2004).
Support for exchanging experience 
When we ask ourselves how we have learnt, the answer will in many cases be that we have learnt by exchanging experience with others. We will deal with some methods of how exchanging experience can be supported and underpinned in net-based communities. The methods presented are organised seminars and methods of supporting problem-solving skills. The thought behind the latter is that problem-solving processes are also active learning processes and, if they can be supported via the exchanging of experience on the net, then learning will also be stimulated. Exchanging experience can, of course, be done in a variety of ways, and the most common of these is, naturally, via conversation, perhaps during a coffee break or on a joint trip. The purpose of the two examples below is to provide the inspiration for supporting and developing informal learning in a net-based community.
Exchanging experience via a seminar on the net
At universities and university colleges, the seminar as a method is common. It is at seminars that the literature is discussed in order to enable students to investigate issues and be encouraged to call things into question, to make comparisons, and to reflect. Analysing the literature through discussion and dialog contributes, under good circumstances, to deepening the students’ interpretations and understanding of the literature’s content and message. Mindsets, methods, and concepts that form part of the students’ future professional practice are consolidated.

For efficiency and meaningful development at an organisation, all parties must approach each other – understand each other and “speak the same language”. Language is our primary tool for sharing knowledge and experience. It is with the aid of joint concepts and frames of reference that we will efficiently be able to communicate with each other. 

[…] language is the most unique component of human knowledge-formation and, more generally, of our capability to gather and communicate experience with each other. Words and linguistic statements thus mediate the outside world for us and make it appear meaningful. By communicating with others, we participate in ways of designating and describing the world which are functional and which enable us to interact with our fellow humans in different activities. (Säljö, 2000, p. 82)

The form of the seminar is, perhaps, less used as a traditional expertise development measure in working life. Discussion and dialogue, however, are natural ingredients of both day-to-day working life and many forms of training. During coffee breaks or around the water-cooler, experiences and thoughts are exchanged concerning the content and formulation, as well as the opportunities and limitations, of the job. Informal discussions naturally also perform an important function in day-to-day working life. We believe, however, that with the aid of IT-based tools, the prerequisites can be created for discussions wherein business-related information and current issues are continually processed – both within and between the communities of an organisation.

The choice of content for a seminar can be made in many different ways depending on who the initiator is. In an organisation where the co-workers are assuming an increasing level of responsibility for their own expertise development, as well as the evolution of their organisation, an individual co-worker or a work team can raise issues felt to be of interest and relevant. Another scenario is management presenting a draft of new internal documents to be subjected to discussion and scrutiny during a net-based seminar. 

A net-based seminar can be arranged in several different ways. It can be exclusively net-based, i.e. all discussion and interaction takes place via IT-based communication tools on the net. Asynchronous communication tools (e.g. discussion forums and shared documents) provide the attendees with the possibility of taking part at different times and without regard for their geographical location. Net-based seminars can also be combined with physical meetings or more traditional training elements such as lectures, conferences or digital “learning objects” (e.g. recorded lectures and multimedia). 
Pre-seminar. This seminar can be formulated as a “pre-seminar”, i.e. a net-based discussion ahead of a physical meeting. The net-based discussion can be a catalyst for more in-depth discussions and approaches to problems during a physical meeting. Traditional lectures or training days are normally characterized by pure “input”, i.e. the presentation of fixed content. Frequently, this is also the case with workplace meetings where the manager or leader is responsible for one-way communication, he or she informs and the time for discussion is limited. Providing the attendees with the opportunity to prepare themselves and reflect upon the content in advance can open up new opportunities for discussion and dialogue during the physical meeting. The meeting will then be able to focus on the aspects that the attendees/co-workers find most problematic or on the aspects most relevant to their own work situations.

Post-seminar. This seminar can also be formulated as a follow-up activity after a lecture, an information meeting, or a training day of a more traditional nature. It could be one way of capturing and processing the new input that a meeting or lecture/training course has contributed. Lecture or training days will hopefully give rise to new thoughts and ideas which ought to be captured and put in relation to the co-workers’ own experiences. An asynchronous and net-based post-seminar can constitute an arena in which to reflect upon and process the new information. In this way, the co-workers/attendees will be given the opportunity, over a longer period of time and together with others, to follow up and intensify their knowledge of the field. In which way is the content relevant to our business? How does the information impact our business? How can we implement the content at our workplace and in our duties? 

Irrespective of which arrangement you work with (entirely net-based, pre-seminar or post-seminar), it is important to clarify the aim of the seminar and what is expected of the attendees/co-workers. Experience of net-based distance courses demonstrates the significance of clear structures for activities and communication on the net (see Salmon, 2002). Just inviting the attendees to go in and write contributions rarely leads to any great degree of interaction. It can be particularly important to have structure if the target group is not used to using communicative tools in a net-based environment intended for the purpose. For instance, besides an objective, the structure can also include 
· A timetable– When does the seminar start and how long does it go on for? When is the prospective material to be learnt by? Time of possible concluding meeting when the discussion is tied together?
· A number of approaches to problems from which the conversation can take its point of departure – the questions can be specifically formulated on the basis of the relevant content or be of a more general nature; What did the document convey (the literature, the lecture, or the training)? What was the main message in your opinion? What can we learn form this document? How can we apply these thoughts/ideas/research results to our operation?

· A working instruction and/or expectations – How many contributions is each attendee expected to make? What is important to bear in mind during the process? How can we create confidence and a high degree of interaction? 

· A possible division of roles – A process leader can regularly summarize the most important elements of the discussions. 

If the seminar is combined with, for instance, a lecture, it will be important to point out that discussion during the seminar is as important a part of the expertise development as, for instance, the studying of the material itself or attendance at the lecture/training day. 
Exchanging experience through problem-processing and problem-solving
Support for experience-based learning can occur through active support for the development of problem-solving at work. There are several pedagogical methods which take their departure point specifically in the learning process and individuals’ own strategies for problem-solving. One of these is known as the PBL method (Problem Based Learning). In contrast to traditional tuition, with the teacher at the centre, PBL is a pedagogical model where the attendee, based upon his or her own needs and experiences, learns how to learn. This method has been dealt with in the first two books of this trilogy (Bartilsson, 2004; Gillberg, 2005).

PBL methodology is based upon authentic situations, i.e. the reality that the individual has to understand and be competent to act rationally within. Knowledge and expertise can only be formed when owning the problems, and by the problem-owners. Learning must be self-regulated and the problem-owners must regulate their learning process. Learning primarily takes place in workgroups which own joint or similar problems.

The PBL method is based on problems or cases which are linked with the purpose of the training. The objective is that the attendees systematically learn to seek knowledge and independently solve tasks, both individually and jointly with others. Courses based on PBL attempt, to the greatest degree possible, to re-create situations that people can be faced with, e.g. when a new challenge or problem arises and has to be solved. In PBL, thus, the learning process itself is central as it aims to train the attendees in independently and jointly processing problems and seeking knowledge. Gillberg (2003) describes the problem-based learning process in the following way:

1. A situation or event is presented in an uncommented and problematizing way.

2. The objective is to understand and explain the context and formulate one or more problems.

3. A small group of attendees solves the task itself and the teacher acts as the mentor during this process.

4. The attendees present their points of view and proposed solutions and decide what needs to be learnt in order to solve the task.

5. The attendees gather the knowledge needed and try to understand and explain the problem using this gathered knowledge.

6. The attendees discuss and reflect upon the result and the learning process. (Gillberg, 2003, p. 13)

Bartilsson (2004) describes how the method has been applied practically and a case is then processed over a four-week period, containing a number of fixed elements and deadlines. The number of cases can be unlimited but should be at least three, as experience shows that a few cases are necessary in order to establish the method. In support of each case, there is normally a resource list, usually consisting of articles posted on the net or links to other resources. The four weeks of the case are arranged according to the preceding obligatory work plan and study process (Bartilsson, 2004). 

Another method which focuses on the learning process is Action Learning. This method has been developed and used in the development of individuals and organisations for about thirty years. It is based on small groups of co-workers/individuals gathering in order to develop solutions to authentic problems. Attending the groups is voluntary. Each attendee formulates and presents a perceived problem, following which the other attendees challenge and support the owner of the problem and then provide points of view and suggestions regarding the solutions. The next stage in the process is about acting on the basis of the suggestions and discussion conducted by the group. In Action Learning, actions are central. For further reading about Action Learning, see for instance Pedler (1996).
Expertise development efforts based on, for instance, PBL methodology or Action Learning can advantageously be conducted and/or supplemented using modern information and communication technology. The majority of today’s net-based platforms offer tools for information and communication which can be combined for the intended purpose.
Support for self-assessment
Evaluations, quality work, and, to a certain degree, also personal development interviews often have the primary aim of checking the activities and results of businesses/individuals. In this section, we will change our point of departure and present self-assessment which primarily aims to support or promote the individual’s learning and development. In an organisation where the individual workers or groups themselves are becoming more and more responsible for their own expertise development, self-assessment will become more and more important as regards answering questions such as: What level of expertise do I require in order to achieve the correct result? Am I working in the right way? Can I develop my methods and forms of working?

The main problem in today’s changeable organisations is that there must be continual development, thus making annual personal development interviews barely efficient. The same things applies to, for instance, annually-conducted assessments which rarely lead to concrete development measures and which tend to quickly have their day since reality and the outside world have had time to change. Reflecting upon objectives, duties, one’s own learning, and the development of the business should generally be seen per se as a learning process. As a learning process, these reflections should take place continuously thus also making demands that the feedback, or the support if you like, also takes place regularly. Here, we see that IT-based communication and documentation tools should be able to contribute to dynamic and continual self-assessment on the organisational and individual levels.

In its very simplest and most everyday form, self-assessment occurs in close association with the activities that we carry out at work or when studying. We quietly reflect by ourselves or put an open question to our colleague, fellow student, or teacher. What do I do now? Why did it turn out like this? How can I do it better? What is the next step? The tendency to reflect upon duties or learning processes doubtless varies because of several different factors. The freer and more complex the duty – the more I will probably tend, in my thoughts, to challenge and re-evaluate my actions. 
According to Boud (1995), all assessment and evaluation embraces two central aspects. The first aspect is about being able to formulate the standards that characterize a job that is well done, as well as criteria enabling us to see if these standards have been achieved. The second aspect is about the ability to assess whether or not the desired result has been achieved in accordance with a previously formulated standard. When it comes to self-assessment, according to Boud (1995), the focus is too frequently and unilaterally on the latter aspect, i.e. grading and testing knowledge. He is of the opinion that the first aspect is just as important – yourself reflecting upon and formulating what constitutes good work and identifying and reflecting vis-à-vis criteria. Standards and criteria should thus not solely originate ready-formulated from the teacher, management, or external resource staff. In order to utilize the potential of self-assessment, co-workers should themselves, as far as possible, be active in the creation of standards and criteria – that process will then, in itself, be a learning process.

Self-assessment in training contexts
We will begin by looking at how self-assessment is used in training contexts. Boud (1995) is of the opinion that there may be a raft of different intentions when using self-assessment. One aim could be attempting to promote healthy learning strategies and the ability to “teach oneself to learn”. This is sometimes encountered in study methodology courses aimed at mature students with limited study skills. Self-assessment as a method can also be presented to students who perceive themselves as having difficulties with their studies and who thus need extra support and help along the way. A third purpose of self-assessment is developing the individual’s self-knowledge and self-awareness. By reflecting upon his or her own learning, the individual can develop greater understanding of his or her own potential impact on studies. In several occupational branches, self-assessment is also an important part of professional practice. A central part of, for instance, teacher and nurse training is developing the students’ capacity to be “reflecting practitioners”, i.e. they have to develop the capacity to think critically about their actions, to plan changes, and to be able to assess the effects of these (Boud, 1995). Rationales for using self-assessment can thus look rather different. Self-assessment is as much about planning and reflecting upon the learning process as it is about documenting achievements and assessing understanding.

In training contexts, questionnaires are a common method of self-assessment. One example of this is DIALANG which is a scientifically validated computer-based system for the self-assessment of linguistic skills. DIALANG is envisaged to be used by individuals wishing to learn a foreign language through self-tuition or by teachers and attendees of arranged language courses on different levels. The purpose of self-assessment is twofold. Self-assessment can level-test a student/attendee as well as start up metacognitive processes whereby the student is forced to reflect upon his or her own learning process. How do I rate my knowledge/level today? What are my goals? Which strategies do I have for achieving my goal? Self-assessment can boost awareness of what it means to learn a foreign language and how to improve one’s skills.

Self-assessment in DIALANG consists of a number of different stages. Stage 1 contains a placement test during which the user’s vocabulary is assessed in order that the programme may subsequently be adapted to the right level. Stage 2 consists of a form where the user has to make up his or her mind (by answering yes or no) about a number of statements about his or her capacity to use and understand a language. The task exists to encourage the user/learner to reflect upon his or her linguistic skills. There then follows a language test (stage 3) and finally, in stage 4, the programme provides the user with feedback based on the previous three stages/tasks. This feedback indicates whether the user under or overrates his or her linguistic skills. Additionally, the user also gains access to expert advice regarding how he or she can continue to develop linguistically.

Self-assessment in working life
Self-assessment as a concept not only occurs in training contexts. As an evaluation model, self assessment has been in use for a long time at Swedish universities and university colleges, for instance. Self-assessment as an evaluation model has both a promotional and a basic knowledge objective. It exists for the employees and is also implemented by the employees themselves. Self-assessment primarily focuses on the process and the objective is that it will act as a guide (Holmer, 2003).

In dynamic organisations, operations are often guided by the results that are to be achieved. Locally, the co-workers must coordinate the work that has to be done in order to achieve the results, meaning that the self-assessment process is important. Achieving the results requires that each co-worker reflects upon which criteria are able to demonstrate that good results have been achieved. During the self-assessment process, the co-worker is forced to ponder upon and make conscious what he or she is actually doing and to then select strategies for further development. Boud (1995) is of the opinion that self-assessment is a necessary skill for lifelong learning.

It is important for all learners to develop the ability to be realistic judges of their own performance and to effectively monitor their own learning. Learning can only be effectively undertaken when the learner monitors what is known, what remains to be known and what is needed to bridge the gap between the two. (Boud, 1995, p. 13)

The above puts demands on what is normally called metacognitive capacity, i.e. to be able to reflect upon one’s own working and learning process and to then select and change one’s learning strategies in a good way.

Based on a learning perspective, self-assessment has several advantages in working life. Its promotional function is expressed via the employees themselves being forced to reflect upon their own activities. As an evaluation method, it has the inbuilt potential to be used to develop operations. The employees themselves can feed the results back into their business and it can contribute towards increased interest in expertise issues and learning.

In his paper “Self assessment som stöd för personal- och verksamhetsutveckling” (Self asse, Holmer (2003) describes how self-assessment has been used for staff and business development in the DELTA project. In this project, a template called the “9 fielder” was used and developed (see Figure 1).

	
	Project prerequisites 
	How is the process conducted
Implementation
	Results and effects

	For the users/

customers
	1

e.g.
selection process
	2

e.g.
training
	3

e.g. 

work

	For the staff
	4 

e.g. 

recruitment
	5

e.g. 

collaboration
	6

e.g. 

expertise

	For the organisation
	7

e.g. 

premises, finances
	8

e.g. 

management action 
	9

e.g.
productivity


Figure 1: Template for self assessment (from Holmer, 2003, p. 36)
The template was used for a systematic description of the DELTA project’s prerequisites, processes, and results for the three interested parties (i.e. the participants, staff, and organisation). The evaluation plan included continuous diary-keeping and regular meetings. In order to be able to describe the different aspects in the above template, several different methods/instruments were used; table data, focus groups, questionnaires, diaries, interviews etc. Self-assessment in the DELTA project involved, in principle, all staff and was consistently process-oriented, i.e. by means of diary entries and regular meetings, the various fields of the template were dealt with, illuminated, and problematized. The aim of the diary was to elucidate change processes and create the supportive data for reflection and discussion.  

Continual self assessment for staff and development efforts
We have above briefly presented two separate forms of self-assessment; self-assessment of the linguistic skills of second language students (DIALANG) and large-scale self-assessment as a continuous process during a project (the DELTA project). As is evident, self-assessment expresses itself in several forms. It can be about relatively limited activities in the form of the individual assessment of specific expertise or skills. It can also be about an evaluation model for a whole organisation whereby entire staff groups are engaged in bringing about change and development.

Self-assessment can, in practice, be conducted on several different levels and for different purposes. There is no single generally valid template for how self-assessment is to be conducted. The questions one asks oneself and reflects upon must, of course, be devised and adapted to one’s own operations and/or the individual/co-worker. This can be a question of reflecting upon how one lives up to operational goals, objectives, and results or how one can improve one’s efforts in relation to specific activities and/or work processes. What level of expertise do I need in order to achieve the right result? Are we working in the right way? Can we develop out methods and forms of working? 

A clear advantage of using digital and web-based technology during the self-assessment process is that you will be able to create “living documents” there which everyone has access to. Net-based documents and discussion groups which everyone has access to can act as tools for continuous reflection and constitute, in the long-run, important supportive data for continuous monitoring and feedback. Using IT-based support for self-assessment, learning processes can be made continuously visible and thus create a broader and more relevant base for individual and joint development work. For instance, this could entail, in a shared document on an intranet, the standards and criteria concerning what constitutes good work being continually updated. Based on common standards and criteria, co-workers then evaluate themselves. These evaluations can subsequently act as the foundation for joint development interviews in a workgroup, for individual development interviews with tutors/mentors, or as support for management when formulating resources for work and learning. 

Support for feedback
The third area we are going to deal with, concerning how one can formally support informal learning in organisations and operations, is feedback. To a certain extent, this section touches on the previous section on self assessment, but there is one major difference. The earlier example deals with what the individual him or herself carries out and how this is supported by the organisation. In this case, evaluations and development interviews are initiated by the organisation’s management and managers.
The fact that a manager, by virtue of his or her leadership, is in contact and converses with his or her co-workers, just as co-workers talk with each other about forms of working, goals, and results, should perhaps be self-evident. Just as self-evident as the fact that the development of both the individual co-worker and the operation should be subject to continuous rationales and measures. This is not, however, the case at many businesses.

However, planning and development interviews at many businesses are a tool whereby managers and co-workers meet at certain intervals (quarterly, half-yearly or some other period) to discuss and plan operations. At meetings, a number of agreements are reached regarding work and development efforts for the coming period. These agreements are based, in the best case, on what has transpired during the previous period. 

The traditional planning and development interview has meant that managers and co-workers have devised and prioritized a number of key duties of the co-worker’s post. Subsequently, the duties have been formulated into work objectives which have then been quantified. Finally, agreement has been reached regarding what is to be considered good, not so good, or normal performance. The work objectives have primarily been “status goals” or “directional goals”, both types of objectives are useful as long as they provide the opportunity for evaluation.
In parallel with, and as an interwoven discussion concerning key duties and work objectives, managers and co-workers have discussed the co-worker’s own development and expertise as regards his or her possibilities of complying with the key duties’ expertise requirements in order to perform at “a good level of achievement”. 

The planning and development interview has always, at least in theory, been preceded by managers as well as co-workers thinking through what has occurred during the period that has elapsed since the previous interview. Previous work objectives, the fulfilment of objectives, the objectives’ continued relevance and implementation, and the effects of previously agreed expertise development efforts have all been reflected upon. Seen from the co-worker’s perspective, this reflection consists of a sort of self-assessment.
The systematized planning and development interview, as we know it, was introduced into Sweden during the 1950s, with the USA, as with so much else in the field of management, setting an example. During the 1950s, however, the rate of development and change in trade and industry was very modest compared with today. It is not just the development of technology which has accelerated. Moreover, international competition is considerably more extensive, accompanied by sudden changes in companies’ competitive positions. Value shifts in large population groups are occurring more palpably and rapidly, not least through international media and an increased level of knowledge in large groups. Companies and administrations must cope with almost constant development and change with regard to products, technological processes, administrative systems, and the organization of work.

Tools like the traditional planning and development interview, which works relatively well when businesses are stable and static, are more difficult to apply strictly as the only stable condition of companies is called change. Even though the periodically held traditional planning and development interview has shortcomings, it is clearly better, however, to have systematized interviews in some form than no interviews at all. Using the opportunities that IT is now able to offer us, i.e. primarily the fact that time and space no longer exist as restrictions, it will be possible to utilize, in an entirely new way, planning and development interviews as a very useful tool for bringing about a continuously ongoing operationally-integrated learning process. Even though we have not been able to specify here exactly how that would occur, we are convinced that active and supportive and dynamic forms of development interviews, e.g. in combination with different forms of continuous evaluations and checks, can be developed within the framework of net-based communities of learning. 

Closing words
Exchanging experience, self-assessment, and feedback are activities which for many are a natural part of work. We see them as examples of important activities which can be encouraged and supported through the development of net-based communities of learning. In the chapter, we have specified some proposals and openings regarding how one can methodically support and develop informal learning. To a certain extent, this is a new thought. Precisely which areas can be of interest, as well as what will be best suited and when, are questions to continue working on.
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