
Being immersed in a VR experience created an 
emotional connection I had never experienced 
before. I’ve been fortunate to try a VR experience 
that was built for a manufacturing company 
where the aim was to train new starters in the 
production process. Prior to the introduction of 
the VR experience, people were learning on the 
job through a process of trial, error and repetition, 
with an obvious cost to the organisation. 

They invested in a VR solution and put new 
starters through this instead of the live 
environment. They reduced the time to 
competence and significantly reduced cost. 

Resources 

Article: Virtual reality: the future of  
immersive learning for development  
http://bit.ly/2zQwBP9 

PDF: Immersive learning and dental education  
http://bit.ly/2hfq2l1 

PDF: Augmented reality and language learning: from 
annotated vocabulary to place-based mobile games  
http://www.lltjournal.org/item/2961 

The Open University

• Immerse yourself in the 
experience to fully understand 
the potential

• Do your research - find out 
everything you can about 
immersive learning, what it 
means, how it works, what’s  
out there, how it’s being used,  
who is using it...

• Identify a real business problem 
where you think an immersive 
experience would really hit  
the spot

• Start small, test it, learn, refine 
and build
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“Immersive learning  
is all about experience 
and exploration and 
enables people to put 
into practice existing 
skills and knowledge  
in a dynamic, interactive 
environment.”

Tips for L&D



Learner-led analytics is the use of data to help  
learners learn. The trend for learner-led analytics 
signifies a shift away from L&D just assessing what 
learners have learnt to focusing more on helping  
them to identify their own goals and ambitions  
and supporting them through their learning. 

Learner-led analytics also support learners to attain  
the goals they set. It’s all about giving learners  
control of their own learning. 

For example, once learners have identified their  
goals, they can decide what learning analytics  
they want to use in order to monitor their  
performance and achieve their goals. 

Do they want to be an A grade student? If so, what 
learning analytics can they use to get them there?  
What pathway do they need to follow? 

Are they happy to coast along and just achieve what  
they need to achieve in order to complete  
their learning? 

If so, again, they can choose the learning analytics  
that will suit their level of ambition.

 

 

What impact is it having on workplace learning?

We are still at the early stages of student-led analytics, 
partly because the software isn’t perfect yet. Also, many 
L&D professionals still struggle with analytics in general 
and as a result, either shy away from them or don’t 
make full use of them. However, take-up of all analytics, 
including student-led analytics, is increasing rapidly. 

Using algorithms to determine the best, most targeted 
learning path for individuals enables learning to be very 
personalised. That’s the way that learning is going – 
targeted, personalised learning that meets the needs of 
learners and the organisation they work for. 

This shift in learning design and provision should lead to 
much better learner engagement and therefore, much 
better employee engagement overall. The ultimate aim of 
student-led analytics is to enable learners to take charge 
of their own learning path, as facilitated by their L&D 
department and employers. 

Employers can also use student-led analytics to gain a 
deeper, more holistic understanding of the skills situation 
in their organisation – where the skills are, where  
the gaps are and any trends. 

“Using algorithms to 
determine the best, 
most targeted learning 
path for individuals 
enables learning to be 
very personalised.”
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Learner-led analytics



Nigel Paine, change-focused leader  
and learning expert 

Analytics will change learning and change the world  
and they have to be generated by the learner. We are  
in a data driven revolution. If you have the data and  
bring it together, you have a massively important  
picture of the learner and organisation as a whole. 

It’s about individualising the whole learning  
process and creating a much more engaged 
workforce. The ultimate aim is to get learners  
to take charge of their own learning better –  
to facilitate that and enable them.

It’s like Netflix – as I log onto the interface, what it  
gives me is totally unique. It’s the same with learning –  
the personalisation of learning through algorithms.  
For an individual it means this: what works for me  
and my needs and for my job. 

That’s the future. If you have a digital assistant, it will 
intelligently prompt you and shape your learning. 

It will proactively nudge you – do you want to watch 
this Ted talk? Read this new blog? It’s actually not very 
complicated really and Amazon have been doing  
these analytics for years. It’s about the application  
of learning and there are lots of small apps that  
can do things for people. 

Organisations and individuals can pick and choose  
which apps they use. 

Resources 

A suite of tools at the University of Michigan,  
showing how students and teachers can make  
use of (student-led) analytics. 

Digital tool:  
http://ai.umich.edu/portfolio/academic-reporting-tools/

Academic paper: Towards actionable learning  
analytics using dispositions.  
http://ieeexplore.ieee.org/document/7839177/

The practitioner’s view 

The Open University

Tips for L&D

• Be cynically curious. Talk to people,  
vendors and users. Take the approach  
of ‘read, look, show me’

• Don’t get an expert in. Get on top of it  
yourself. Work out if and how it would  
work in your organisation 

• Don’t believe the hype. Plenty of providers 
will tell you that they are the one, so be wary

• Explore the tools already available that 
provide this kind of data 

• Be prepared to put learning in the hands  
of your learners
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http://ai.umich.edu/portfolio/academic-reporting-tools/
http://ieeexplore.ieee.org/document/7839177/?reload=true


Tips for L&D

Connecting people within an organisation to help  
them share ideas and collaborate more effectively is 
nothing new. What is new is the sophistication and 
range of the tools and techniques now at our disposal. 
Humanistic knowledge-building communities are 
about helping learners to develop knowledge, both 
individually and collectively. Humanistic learning 
focuses on helping people be highly creative,  
self-directed and open to experience. 

Knowledge-building communities focus on enhancing 
and sharing the collective knowledge in a community. 
Humanistic knowledge-building communities bring 
both strands together – the person-centred approach 
(humanistic learning) with the idea-centred approach 
(knowledge-building communities). Research 
demonstrates that this combined approach enables 
learners to really develop both their knowledge and 
themselves in ways that are really transformative. 

What impact is it having on workplace learning?

This particular trend is about using technology as an 
enabler to create a better connected and more engaged 
workforce, while also making work more human. 
The desire to connect and feel connected within an 

organisation has grown exponentially. Email, whilst still 
the communicative backbone of many organisations, 
now has to compete with a variety of other tools that 
connect people in real time or in a more visual way 
that can support workflow and increase productivity, 
as well as helping people feel more engaged with their 
team. Tools like Slack have brought forms of personal 
communication like emojis and GIFs into the world of 
work to make messages more human.

Organisations are using humanistic knowledge building 
communities in different ways and for different purposes 
– to gain new ideas for a product, to help remote workers 
connect, to share best practice, to support general 
communication, and to gather feedback on initiatives.

However, organisations don’t often realise that 
these tools and ways of working take time to embed. 
Communities of practice, for example, can take time 
to build up and only blossom when the mindset shifts 
from ‘what’s in it for me?’ to ‘what’s in it for others?’, 
where people are more open to sharing what they know 
because the culture supports, encourages and nurtures 
it. Working out loud circles and other initiatives around 
‘show your work’ are a great way for organisations to 
support and encourage their workforce to be more 
visible in sharing what they are doing and creating 
humanistic knowledge sharing communities.

• Use technology as an enabler to better 
connect and engage your colleagues

• Create a nurturing environment to give 
people the confidence to share what  
they know

• Be patient - it takes time to  
develop communities

• Remember, this is not about what you 
know, rather what your  
employees know

• Share what’s working - success  
breeds success
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Humanistic knowledge building communities 



Mike Collins, digital learning and UX  
specialist for a large fashion retailer

Communities tend to work most effectively when  
there is a clear purpose, the people who are  
interested and will benefit from the community  
are clearly identified and there is a product in  
terms of what will be discussed, shared and what 
outcomes the community intends to provide. 

Understanding the challenges teams or 
departments face can really help understand  
how social and collaborative tools can be used. 
Some communities last for years and others  
may last just a few months.

The practitioner’s view The role of a community manager or guide is to add 
structure and support. They can almost play the role of 
coach. Acting as a connector in bringing people in to the 
conversation and encouraging them to participate in a 
forum can build confidence and competence in using 
the different types of collaborative tools.

Success breeds success so another way to build 
momentum and support is to share those successes as 
communities grow and develop. 

Creating a safe environment for ideas to be shared can 
be tough in organisations where ‘command and control’ 
hierarchies are present. 

However social tools, networks and communities of 
practice are fantastic ways to break down these  
barriers – one conversation at a time.

Resources 

PDF: Computer support for knowledge-building 
communities. The Journal of the Learning  
Sciences, 3(3), 265-283.  
http://bit.ly/2xjibsf 

Resource list: List of resources about knowledge  
building and the Knowledge Forum:  
http://bit.ly/2wQCTgu

The Open University
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“Organisations are using 
humanistic knowledge-
building communities in 
different ways and for 
different purposes – to gain 
new ideas for a product, 
to help remote workers 
connect, to share best 
practice, to support  
general communication,  
and to gather feedback  
on initiatives.”
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