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1 Introduction 

This Training Kit aims to stimulate and facilitate training on participatory spatial information management and communication. Subject matter specialists may use the materials when training local trainees; however, the subject matter specialists (first-level trainers) and (subsequent-level) local trainers may not necessarily have experience with training. This Module, Fundamentals of Training Delivery and Facilitation, gives advice on how to conduct training effectively and efficiently. 
This Unit M03U01 covers some basics of training: The experiential learning cycle provides a framework for adult learning. Training should be guided by learning concepts and perspectives. Trainees are adults who are also professionals with many years of experience. Recent developments in information and communication technologies are revolutionising teaching and learning, such as Open and Distance Learning (ODL), Open Educational Resources (OER) and open copyright licences (e.g. Creative Commons). Trainers should take these developments into consideration for their training activities. 
2  Experiential Learning cycle 
 
The experiential learning cycle provides a framework for adult learning. It is based on the theory that learning follows a continuous progression of experience-reflection-action (Figure 1). 
Experience: Learners acquire new knowledge, skills and attitudes (KSA) and seek out new information to support the experience. 
Reflective observation: Learners process the information by reflecting on the experience. 
Generalisation: Learners think about how their new KSA relates to their own context, situation and existing KSA. 
Active experimentation: Learners apply what they have learned in the real context and this becomes a new experience. 
Figure 1:  Experiential learning cycle
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3 LEARNING Concepts and perspectives 

Training should be guided by concepts and perspectives about learning, which include general recommendations, considerations on knowledge and information, teaching and learning, education and training, and learning methods. Adult learning and recent developments are discussed in later sections of this handout. 
General recommendations: Training should accomplish learning objectives and also give satisfaction to trainers and learners. In fact, people are eager to learn and they appreciate training opportunities. Training and lifelong learning are preconditions for development. 
Nevertheless, training events should be short; learners cannot be away from work for a long time. Training should not be for the sake of training. It may be useful to have diverse professional levels among trainees; this may be achieved by including academics and practitioners and by considering community representatives, local officials and policy makers. Participation at all levels is important. Stakeholders should become involved in planning from the very beginning. Institutional capacity building and training of trainers can be promoted by conducting training activities at and in collaboration with local institutions. 
Planning well in advance allows time for proper programming, but trainers should also be prepared to plan on short notice. Formative and summative evaluations help to improve training continuously. 
Knowledge and information:  Leeuwis, Long and Villareal (1990)
 suggest that knowledge and information are not separable, as “both are, in fact, elements of a single interpretative process, since information has no meaning if it cannot be internalised, and by being internalised, it becomes part of a stock of knowledge”. Thus, training and learning turn information into knowledge.  
Teaching and learning: Teaching refers to any practice that causes others to develop skills and knowledge. An educational institution designs, facilitates and evaluates the educational process. Learning is a broader concept. It refers to the use of educational materials and media by learners who are not necessarily linked with an educational institution or an instructor. 
Learning, rather than teaching, should be the principle for training on participatory geographic information systems (PGIS). The role of the trainer is that of a fellow learner with a special role – to become a facilitator of self-directed learning. Adults want to be able to position knowledge and skills in the context of their experiences. They learn from each other’s experiences and they need interactive training methods (i.e. open communication between facilitator and participant and among participants). 
Education and training:  When planning training activities, trainers should respect the difference between education and training. Education is broad and general; it deals with developing abilities to acquire knowledge and to improve reasoning and judgment. In contrast, training is short and specific and has concise objectives. Training is related to the goals of the trainees' employers and aims at improving trainees' present work.  

Learning methods:  Formal face-to-face teaching and learning has been practised for long time. Open and distance learning (ODL) is a relatively new information and communication technology (see the section below on recent developments). 
People learn best by what they see and do; they learn less well when they only hear. The best method is the one that combines several senses. These methods, however, require more time to prepare and implement. Methods should be selected according to the objectives: some type of interactive presentation may be appropriate for learning knowledge, practical exercises may be good for learning skills, and role plays may be appropriate for learning attitudes. Involving a range of methods is useful, but avoid using all possible methods in one session because too much variety causes confusion. Remember that engaging active participation and feedback from trainees can ensure the effectiveness of whatever method is chosen. 
4 Principles of Adult learning   

Trainees are adults and professionals who often have many years of experience. Adults learn in a manner different than children and each adult develops his or her own learning style. Therefore, training methods must meet the principles of adult learning.  

Achieving training objectives is the trainees’ responsibility. Adults control their own learning; however, they need to see the relevance of training. Training should relate to trainees' working experience. Active participation should be encouraged. Training that gives satisfaction stimulates learning. 
No one training method by itself is best; it is useful to employ a variety of methods. Methods should be related to the learning content:  presentations help to increase knowledge, practical exercises help to improve skills and interactive methods (e.g. discussions, case studies, role playing) help to develop attitudes. 
Adults respond well to methods that allow them to discover or elaborate solutions (i.e. experiential learning). Adults also like to compare their achievements with established standards. 
Because a group of people possess more experience and knowledge than any individual trainee (i.e. collective knowledge), group exercises are often more effective than individual learning. Individual learning may be useful to meet the specific needs of individual trainees. 
Adults need to see the whole picture. All aspects of training should relate to each other. Training should be systematic and follow a logical order. The programme should move from general to specific, from simple to complex and from easy to difficult. 
The level of training should be within the range of the trainees' abilities. Training materials should be specific to the training topics. The training environment and tone should be encouraging, stimulating and pleasant. 
The attention span of adults is 1½ hours, after which a break is needed. Attention is best in the morning, decreases towards noon, and is low after lunch (do not show slides at that time in a darkened room). Attention may increase later, but it does not reach the level of the early morning hours. 
Malcom Knowles (1913–1997), "Apostle of Andragogy", formulated some principles for adult learning:
  

· Adults need to know why they need to learn something before learning it. 
· Adults’ self-concept is heavily dependent upon a move towards self-direction. 
· The learner’s prior experiences provide a rich resource for learning. 
· Adults typically become ready to learn when they experience a need to cope with a life situation or to perform a task. 
· Adults’ orientation to learning is life-centred; education is a process of developing increased competency levels to achieve one’s full potential. 
· The motivation for adult learners is internal rather than external. 
5 Recent developments 

Recent developments in information and communication technologies are revolutionalising teaching and learning, such as Open and Distance Learning (ODL), Open Educational Resources (OER) and open copyright licences. Trainers should take these developments into consideration for their training activities. 
5.1 Open and Distance Learning (ODL)  
Open and Distance Learning (ODL) can meet the increasing demand for learning opportunities. Many approaches to ODL exist. Most definitions include the following:   

· separation of learners and teachers in time and/or space;  

· institutional accreditation, whenever learning is not through the individual effort of learners;  

· use of mixed-media courseware (e.g. print, radio, computer);  

· two-way communication between learners and tutors;  

· periodic face-to-face interaction among learners and tutors; 

· use of industrialised processes in large-scale ODL operations. 
The principle of ODL is old, but the term “open and distance learning” and its definitions are relatively new. ODL gained prominence in the past 15 to 20 years. Other related terms commonly used are “correspondence education”, “home study”, “continuing education”, “self-instruction”, “flexible and distributed learning”, “e-learning”, “virtual learning” and “technology-based and mediated education”. 
5.2 Open Educational Resources (OER) 

Open Educational Resources (OER) offer new perspectives on learning. The concept of OER is a new (r)evolution in the development of information and communication technologies. OER extends access to learning to everyone, especially to non-traditional learners, and to lifelong learning. OER bridges the gaps among non-formal, informal and formal learning. OER digitised learning materials are offered freely and openly to educators, students and self-learners to be used and reused for teaching, learning and research, with few or no copyright restrictions (see the section below on Creative Commons). OER includes full courses, course materials, extension materials, learning objects – and the PGIS Training Kit.  

The term “Open Educational Resources” was first adopted in 2002 at a forum of the United Nations Educational, Scientific and Cultural Organization (UNESCO) on the impact of open courseware for higher education in developing countries. The concept of OER can be compared with Free/Libre Open-Source Software (FLOSS). The ultimate goal of the OER movement is a culture of sharing that facilitates a culture of learning, especially in developing countries where the knowledge divide may be more serious than the digital divide. Due to the high cost of educational resources, many people cannot afford education. Conventional textbooks are expensive and rare. Free sharing of OER allows broader and faster dissemination of information and faster technical and scientific development.   
In the meantime, hundreds of thousands of pieces of learning materials exist in repositories such as Merlot, Connexions, OpenLearn and others. This training kit is available from the Technical Centre for Agricultural and Rural Cooperation (CTA). 
A new wiki tool, the WikiEducator (www.wikieducator.org), is such a repository that allows worldwide collaborative development of OER. WikiEducator is a website that anyone can use for publishing and editing educational content online. It was launched in 2006 by the Commonwealth of Learning (www.col.org) and uses the same free software that is used for Wikipedia. Anyone can edit and modify content on a wiki from anywhere in the world. 
5.3 Creative Commons 

Related to OER is the concept of open copyright licences, such as the licences established by Creative Commons. Creative Commons (http://creativecommons.org)  is a non-profit organisation, formed in 2001. In 2002, the Creative Commons (CC) licences were officially released to the public. 
The goal of CC is to encourage the promotion of creativity in the public domain. It defines the spectrum of possibilities between full copyright (i.e. all rights reserved or “copyright”) and the public domain (i.e. no rights reserved or “copyleft”). CC licences help authors keep their copyright while allowing certain uses of their work – i.e. "some rights reserved". With the CC licences, creators choose a set of conditions they wish to apply to their work. Conditions are illustrated by symbols and/or abbreviations. 
CC licences can be combined. For example, the “Attribution – Share Alike (by-sa)” licence lets others copy, modify, build upon original work and redistribute original or modified work, even for commercial uses, as long as they give credit to the originator and licence the new creation under identical terms, i.e. “Attribution - Share Alike (by-sa)”. 
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