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INTRODUCTION

Within the Emergency Services sector, our trad@igorocesses and procedures for
providing training to our own personnel is beinglddnged. Competing demands,
finite resources along with increasing populatioovgh and community expectations
is bearing, and will continue to bear its toll oowhwe all go about our business.
Providing knowledge and support to other respowskinteer and support agencies
will also continue to place stress on our services.

Increasingly, we, as a State, are becoming morereawé the need to identify
opportunities to increase the capability of all @uganisations collectively and in a
collaborative manner. We do not work in isolatiaithout cohesion or reliance on
one another. We attend most incidents togethesapgdort each other to achieve our
goals in prevention, response and rehabilitatidarowth, both independently and
together, is imperative to continuously improve seevice delivery and capability of
our respective services across Victoria.

Safety and resilience in our communities is esakntiThe significance placed on
resilience is clear in all contemporary documeatat@nd recommendations around
Emergency Service response, not only in Victoriat hcross our nation and
internationally.

In June and July of 2013, | was provided the opputy to travel to the USA, Canada
and the United Kingdom to speak with managersaihérs of training organisations
or facilities. In every conversation, with eachpdegment, area or unit, whether
academia, business or law enforcement, the wotthtdéegy was always used when
describing the direction of training. Technologynanced Learning, or TEL, on face
value, creates a number of solutions to many resogrtraining and development
issues. Individual organisations still need tced®ine the cost / benefit, but through
this paper and the research conducted certain iteenef properly structured and

delivered learning within the workplace become rcleaSafety is one of them,

efficiency and effectiveness are others.

The context for this research is framed arounddhewing agenda:

Is it logical? Why? Why not?
Is it financially affordable and sustainable?

Can it improve safety, efficiency or effectiveness?

o O O O

Can we do it in Victoria?

The answers | found have been tested overseasamu@acting on the direction and
sustainability of large response organisationsiniing platforms in TEL can provide

an exchange of information that is relevant ancessible to all emergency services
both paid and volunteer. One program, built priypby a few, can inform, teach

and/or train a million, to keep our people safed anr budgets supporting the front
line where it is needed most.
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RECOMMENDATIONS

Recommendation 1

A dedicated Victorian based organisation (or deddita Emergency Servic
Organisation identified to manage on behalf of a#l) established to delive
Technology Enhanced Learning (TEL) programs andrin&tion to_allEmergency
Service Organisations (including volunteer agercies

Recommendation 2
An advisory group is established to provide guidarmnd oversight to trainin
direction to ensure operational need and purposkergified.

Recommendation 3

A charter for TEL direction is developed to provigarameters for development
courses and information. The charter is to inva@we encompass multiple agenc
to encourage collaboration and mutual developmeagher than insular thought.

Recommendation 4

The re-educational programs recommended in thisirdeat are implemented as
first stage approach to the programs. An increas@ublic safety, decline i
undesired behaviour and reduction of resource stighin the Emergency Servics
would be expected.
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Recommendation 5
Re-educational programs are provided at a nomiealvlith the resultant incom
utilised to provide training in TEL for all paid drvolunteer organisations as per |
charter.

e
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Recommendation 6

As part of the charter, TEL programs are utiliseéa education tool to connect wit
schools, institutions and other organisations todase social awareness and chan
culture impacting on Emergency Services.

e

Recommendation 7
Programs adding to the resilience of communitiesupporting localised programs
considered for TEL development at no cost to thraroanity.

Recommendation 8
That the individual agencies use TEL to develojr thn organisational capability t

(@)

address local specific need as required.




ORGANISATIONAL OVERVIEW

International Conference on E-Learning in the Workp  lace (ICELW)

The ICELW was held Columbia University, New YorkSH over a three day period
in June 2013. In 2008, Dr David Guralnick founded conference with the goal of
bringing the academic world and business world ttogye in order to further explore
and share ways in which technology is used worlgsdao improve job performance.
In its sixth year:

44 countries were represented / 200+ people paated

Keynote speakers were Dr Will Thalheimer and Jaag H

Over 80 sessions were held in a parallel format43essions held at
the same time)

This area of the scholarship was to provide scaop&exhnology Enhanced Learning
(TEL) advancements within the academia and busiaesas. As academy based
training and training in the workplace apply to masf our organisations, ICELW
provided valuable insight into cultural change, eleping technology and
advancements in instructional design.

Specific details of the ICELW conference are cargdiin Appendix A.

Federal Bureau of Investigation (FBI)

“Know your user, and you are not the user8kilor Long, FBI.

The Federal Bureau of Investigation (FBI) is arliigence driven and threat focused
national security organisation with both intelligen and law enforcement
responsibilities. The FBI Academy is based in Qigan Virginia, USA. Donald
Mathes is the team leader of the Supervisory Psadeal Development Specialist
Interactive Development Unit, DOJ Simulation, Caware and Mobile Application
Development. At the time of attendance, Mathes egdied up for Active Duty with
the Marine Corp and unavailable.

I met with Agent Demetrius Jordan, the
Simulation Team leader and was
introduced to his team. This unit was
formed in 2004 and has morphed into
its current format of full time
employees and contractors. They have
designed and developed over 400 TEL
courses, training recruits through to
surveillance operatives and intelligence
analysts.

The major project at the time of attendance wdsdtitBurden of Proof’. This
program was developed to support local and natipolite agencies in the protection
and processing of crime scenes.



The statement from Skilor Long is a significantigadion of how the FBI go about
business. The understanding of the workspace awdroements their user is
encountering and their considerations is refleatedhe design of courses. The
research and resources utilised to make progragesgerg and specific to the needs
of the customer is clearly a major focus.

Specific details of the visit to the FBI are contd in Appendix B.

Canadian Police Knowledge Network (CPKN)

“An estimated $1 billion is consumed annually origmtraining in Canada. With
more collaboration and integration, as much as $3@0lion in resources might be
reallocated to other areas of operationSandy Sweet, President and CEO, CPKN.

R

The Canadian Police Knowiedge Network team of desigy developers and managers at the time of atterd

CPKN are located in Charlottetown, Prince Edwaradnid, on the east coast of
Canada. There are 65,000 police members acrosad&an over 200 services.
CPKN at the time of visit had over 50,000 studdnisn 130 of these organisations
including academy based training. CPKN is not rigtsid to police officers,
developing and providing courses to other goverriragencies, corrections, passport
office, security based private companies and, gosf visit, the real estate sector.

I met CEO and President Sandy Sweet, VP OperaihsGibson and VP Client
Services Nadine Sutcliffe as well as all other asit#e staff members. CPKN were
open to all avenues of sharing information andséisgj in the development of a
strategy for Victorian Emergency Services to insesaapability in the TEL area. |
also met with Edgar McLeod, one of the founding rhers of CPKN. Edgar is the
CEO of the Atlantic Police Academy on Prince Edwiatdnd.



In September 2013, | returned to Canada
present at “Economics of Policing: Poli
Education and Learning Summit” co-host¢
by CPKN and Public Safety Canada, t
Federal body created to ensure co-ordinat
across all federal departments and agenc
responsible for national security and t
safety of Canadians. This is a significal®
shift for CPKN, as being recognised ar®
incorporated into Federal strategic directi
opens a number of avenues for this prov]|
organisation. ‘*

National Centre for Applied
Learning Technology (NCALT)

NCALT, at the time of visit, were in relocation frothe College of Policing at
Bramshill to Hendon in London. | was able to m&gh Chief Inspector Jon Aveling
who is the Implementation Manager for NCALT.

Established in 2002, NCALT exists as
collaboration between the College of
Policing and the Metropolitan Policing
Service. There are 300,000 registered
users within 43 Home Office Forces, 8
Scottish Police Forces and the Scottish
Police Academy. There is 45 staff
 within NCALT spread across sites in
the UK. As of 2012, NCALT recorded
3.5 million elLearning completions
since inception. In 2012, as a result of
the London Olympics, over 1.3
completions were recorded with
360,000 of those recorded agalnst a specific OlgmpiLearning course. NCALT
estimates that provided in the traditional trainmgthods, this equates to 50 million
pounds being transitioned to other areas of thigipgl sector.

“Face to face training is as relevant as ever, aitdcan be enhanced by the
introduction of eLearning.” Chief Inspector Joneiwng

Specific details of the visit to NCALT are contaihi@ Appendix D.



LOGIC

Improving efficiency in the way a service can defiits “nice to know” and “need to
know” information takes a certain amount of logiccommon sense. This section of
the paper analyses specific information obtaineainfreach of the events or
organisations visited to provide understanding abadckground for the
recommendations explained later in this document.

International Conference on eLearning in the Workpl ace

The International Conference on elLearning in therRplace was, as the name
suggests, always going to be about embracing Témtm&nhanced Learning (TEL).

It was founded in 2008 by Dr David Guralnick simpty bring people from the

academic world and the business world togetherxfdoee and share the ways in
which technology is used in workplaces to improvie performance. This sums up
the conference.

ICELW was held at Columbia University in New YorkAt the conference there
were:

approximately 200 participants / attendees

44 countries represented

2 keynote speakers, being Jane Hart and Dr WillhEnaer

Over 80 sessions held in a parallel format (3 egs®ns held at the
same time)

© O O0Oo

It was not possible to attend all sessions as there up to 4 run concurrently. |
attended what | saw as most benefit to the ESF I&dop. The themes that ran
through the conference were:

how they were using technology in their workplagéate of learning
“social learning” and the context it was used in
cultural changes and shifts in organisations

The use of “social learning”, engagement of thalsits and the implementation of
organisational change were prominent from the ssirand academia viewpoint and
in most cases very innovative and effective. Tdikife to move forward and remain
contemporary was highlighted in others. The abiiit filter existing information to
ensure the right information was being presentes tlva challenge in some of these
areas.

| have provided notes on each session | attendéeeiappendix of this document. |
will only highlight main points or individual progms where needed.

Social Learning

This was a theme through the conference. It re@saround how people, in business
and professional areas learn and develop onceeitisedworkplace. Looking at areas



where contemporary practice was a necessity (mlegliofessionals / responsive and
dynamic workplaces) research presented throughmtconference indicated that
social learning, in the social media context, alhw individuals to “learn the new”

and solve their own problems. In some instandes,was described as learning in
spite of our best efforts to prevent it.

Social media such as Twitter, Google and YouTubedfithe top three positions on
learning resources utilised by staff according anious data points and reflected by
keynote speaker Jane HarfThese were also the top three in 2012. Predenith a
problem, an employee would reach out to “sociavoeéting” to find a solution using
their own devices on programs and platforms they tinderstood. In some cases this
was similar to “phone a friend” using these toalsatcess concise video learning
programs on YouTube or similar. This presents degvhen employees access the
wrong information but this was acknowledged whenmetres was raised. The
challenge for some was filtering the good from Ha&l or identifying and utilising
high quality “off the shelf” support.

A ranked system was presented with the top 100akteEarning tools provided by
Jane Hart but was consistent with other researelepted. For Victoria Police,
Moodle came in at 11 and was the only course managesystem inside the top 50.

Engaqing the Student

Critical to the success of any program, the cateds f “know your student” were

consistent across ICELW and all the organisatiaeged. Understanding how the
student learns, tapping into “post learning insitos” to enhance and direct that
learning provided clear benefits for cost drivessihasses.

Intellectual property retention and “program suppavere important in keeping
businesses moving during certain periods of treomsibr hardship. Program support
was described as information that a person didneed to learn, but was simply a
process that could be supported and completed wittie need to memorise the
information or process. It provides a means taldaia gap in competence. This
affected efficiency in business and minimised thgleyees time on a set function
and reduced disruption to other staff.

In some cases, efficiency and effectiveness wasréghto the detriment of the
program. It appeared in some instances that thelagers were utilising programs
simply because they could. The programs made kttinse, appeared cumbersome
and provided no identified benefit above and beyprattical training. This is a fall
safe way to loose the student.

People come to work for 8 hours. In transit andhigir home life, they are utilising
learning aids to assist in daily functions or gribweir own knowledge base. Based on
the conference, business and academia are lookwwgys to link into or mimic this
social learning aspect to provide common toolgHeruser in the workplace.

! Jane Hart — Top 100 Tools for Learning 20i®://c4lpt.co.uk/top100tools/

10



Change Management

This was apparent in most presentations partiguEdund the business sector. One
very good example was “Project Connect” in the @néstion titled “Transitioning to

a 70-20-10 Learning Structure” presented by Gina Richter. Gina was employed
to transition a major human resource (HR) compamyat TEL database for
information. This was done to supply “a single reeuof truth through superior
technology.” This transition was across the ergirganisation, which was USA and
international based.

To provide the opportunity for a cultural changehe organisation, Richter:

involved national and international personnel tovie content for the program
developed a video to explain the changes

developed an interactive program to navigate talttabase site. The employee
then had components to complete that guided thewugh the site. On
completion students had navigated site successfaigl located required
information.

utilised existing company infrastructure to suppehtange and reinforced
support through common sharing points within thegaaisation such as
newsletters and company blogs

sought regional and global change champions to tmoraudience and
communicate strategies to support change

This was a very good example of driving a cultstaft within an organisation.
Presentations
There are a number of presentations | attendeey Were:

Social Learning: The changing face of workpla@ieng — Jane Hart
Transitioning to a 70-20-10 learning structure A&Richter

Teaching communication skills in a virtual world&n evidence-based research
study — Vicki Hochstetler/Kristen Pierson/Josh Byss

Combining individual and social aspects of learnim@ serious game context:
Some reflections from the TARGET Project — Lief dtad

Meta cognition and self regulation via analogueriga and e-Learning — Dr
Richard Pircher

From a research insight to a practical learningwation — Dr Will Thalheimer
Think Big — Start Small: Three performance modés creating and

implementing low cost, high impact performance sappsolutions — Hal
Christensen

Video in learning: The new rules — Martin Addison

What does “E-Learning Design” really mean? Thoagit creating engaging
online experiences — Dr David Guralnick

Gamify your teaching: using location based gamesettucational purposes -
Kai Erenli and Dr Richard Pircher
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A comparative study of emerging technologies folinen courses — Jay
Liebowitz

Moving into a multi device world: Five new waysregach learners anywhere at
any time — Imogen Casebourne / Ruth Haddon

How to infuse quality in online training program&aoru Matsui

Any ware, any where: Breaking the limitations aditional online learning:
Diane Brescher

Rapid delivery and dynamic delivery of role plagnaiation — Austin Kenney /
Prof Vincent Wade

Assessing the value of Web 2.0 on organisationalWkedge management —
Paul Hurst

New strategies for cultivating a learning organat- Christin Manning

The ‘Not so Flash”

TEL is not about using technology for the saketofli needs a purpose and benefit.
It can get confusing when it is “technology driverdther than “need and benefit
driven.” Understanding the student and being édblsupplement their learning in a
safe and comfortable environment should be the.gBame appeared to have
forgotten or neglected this. In some cases, #eitrg was far more inefficient and

much less effective than traditional practical noelh For a majority though this was
not the case.

Comments on ICELW

ICELW gave great insight into the direction of mess and academia. Looking at
how people are “learning by choice” or access mfation in a day—to—day manner is
being translated into platforms used in some wadgs. Filtering and ensuring the
information is correct is the aim of the organisas rather than reinventing the entire
structure of training.

Developments in cultural change across organisaitveere significant. TEL is not
fully embraced in most cases where fiscal or ofitessures cause a shift away from
traditional practical training. This is acknowledhand supported through a number
of means but is considered when developing mosteoprograms provided.

Defining what needs to be “memorised” vs “perforcasupport” cuts down training
hours required in an organisation. It also prosidepport for intellectual retention of
information and less disruption for administratprecesses.

There are a number of ICELW papers attached todibesiment in Appendix A. To
avoid over doing the paper, a number are also bgldne which are available at
request via email tandrew.mckee@police.vic.gov.au
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Federal Bureau of Investigation

The FBI is an intelligence driven and threat focud&tional Security organisation
with both intelligence and law enforcement respoifises. The FBI Simulation
Team was formed in 2004 and has gone through ntzeryges since that time.

The focus of the team is the development of progréon their organisation and
support organisations across America. There haes,bat the time of writing, 354
web based courses completed for customer use wlhoximately 130 courses in
triage or development.

Programs are designed and developed for a numlzeea$ including:
0 Recruit training

Intelligence analysts

World Health Organisation training

Advanced skills training

Surveillance techniques

Analytical computer skills training

O 0O O0OO0Oo

The programs focus on:
0 new agent training within the FBI;
o taking training to the field officer; and
0 capability building support agencies

In compliance training, programs are provided tespenel from the FBI and other
supporting agencies. The FBI monitors and providésrmation to a number of
enforcement agencies around trend and analysis.outdgome of this monitoring is
the “Burden of Proof’ program.

Burden of Proof

In a national support role, the FBI processes eatchibollected by other law
enforcement agencies across America. This is gidpé to the capability the FBI
possesses in this area. Exhibits and scenes aocegsed, in most cases, by the
original agency with the exhibits sent to the F&i further examination.

It was identified that errors with the managememd @rocessing of crime scenes
affected court outcomes. In other words, mistakescenes created issues at court.
Costs both financial and in community confidenceensagnificant.

To support capability improvements, the FBI desigren interactive learning
program called “Burden of Proof’ for over 40,000f@wement personnel across
America.

The program targets crime scene management andnee@decovery. The program
works as a “level by level” training tool. The gant progresses through the program
by making decisions based on sound crime scenéigagac Consequence is built into
the program. If the student neglects to perforfurgtion correctly then the program
will respond accordingly. For example, if the statfails to place crime scene tape
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correctly or at all then the scene can be breaametlcontaminated in some form
visual to the student (person enters scene andslgaevidence).

The program provides scoring, recording and feeklbadhe student. It culminates
with the student in court post crime scene managemeAreas of strength and
weakness are tested with identified issues or @mglraised in court. If unsuccessful
in managing the scene, the court case is unsuctessf

Loqistical Considerations

The question here is: “How else could 40,000 persbiirom a wide variety of
agencies be trained in contemporary crime sceneagesment to this level?” In a
world of finite resources and training budgets, tluggle to find an effective
achievable alternative.

Burden of Proof is designed to supplement prevemg existing practical training to
enhance the skills of the students. Localisedtmaldraining instructed in line with
FBI standards still applies. It is therefore supgd through a blended training
approach — part TEL, part practical.

The training can be undertaken at any time assatfme user, refresher training or as
a development requirement as a result of an intidéhe aim is to get members of
the organisation completing the course for fun, fadsitioning that knowledge into

serious incidents and events. Simple, effectiveelaiiliant.

The FBI is able to influence and manage the stahdérpractice in crime scene
management across America through this prograrhis dffectively reduces the risk
of unsuccessful prosecution due to crime scena.erho the authors opinion, it is
extremely effective, engaging and state of thenafiechnology Enhanced Learning.

14



Issues and Considerations

Due to a combination of impacting priorities analag in training programs, it took
over 2 years to develop “Burden of Proof.” Lookiagthe quality of the program,
this is reasonable. Considering the numbers ahtése and advanced technical
applications of the program itself, it is very istt.

For Victoria, we are not ready for a program ors tbgcale. We are however, able to
consider smaller applications that can apply innfiggocus” and immersive training
where appropriate. Personally, the program istanting and achieves a wide range
of goals. At this stage though, a simplified eln#ag option to build our resources is
what is required. Programs to the standard andtidarof “Burden of Proof” can be
developed later in the cycle post cultural shiftl ashen our capabilities exceed what
we currently have. That said, the FBI offer a gigant opportunity to move our
capability forward through an existing Memorandurh Wnderstanding and the
contacts, including the private contractors invdlve building “Burden of Proof.”

Managing cultural change continues to be addrelsgede FBI. This is the same for
all organisations including our own. Good commation practices, quality
programs provided over a significant time period anrealisation of the operational
benefits will address this in most cases. The kBdws this, and are building
program effectively and efficiently to provide atioa wide solution to long standing
issues.

There are a number of notes attached to this dacumeAppendix B in reference to
the FBI.
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Canadian Police Knowledge Network (CPKN)

Launched in 2002 as the Justice Knowledge Netw©BKN underwent a number of
changes in 2004 to partner with Holland College dahd Canadian Policing
Community to meet the needs of Canadian Law enfioec.

CPKN is a national TEL course provider of over &furses with another 40 in
development. The organisation is well structut@dO Sandy Sweet oversees the
strategic outlook of CPKN which then branches irftOperations” (technical
development of courses) overseen by Bill Gibson ‘@lent Services” overseen by
Nadine Sutcliffe and focusing on the needs and gimgrissues from a customer
perspective. At the time of visit, staff numbersrevat 19 but it is understood this has
expanded post attendance.

Board of Directors and the National Advisory Group

CPKN is governed by a Board of Directors that dsthbs strategic goals and
oversees management of the organisation. Boardbersntonsist of senior level
policing professionals and training institution ragars.

A National Advisory Group serves as a steering cdtem in order to meet

organisational objectives set by the Board of Doex Training direction is heavily

influenced at this level with trend and analysisaof operational and environmental
nature determined here. With Canada possessingepsérvices of various sizes
across a range of geographically diverse enviromsnand cultures, the National
Advisory Group is made up of volunteer members feorange of these services.

Involvement from the Board of Directors and NatioAdvisory Group at the least is
enthusiastic, with the buy in and focus on CPKNraxely well managed and
encouraged. This is reflected in the establishnoériClient Services” at CPKN as
the courses and range of service expands. Cleaices provide a central point of
contact, consistency in communication and suppliralso has the ability to tap into
emerging areas by dealing specifically with ther esel.

Structure of CPKN

CPKN is managed by a President / CEO. It thendiras into two specific areas:
Operations and
Client Based Services.

Neither of these works in isolation with each masrdtaving extensive knowledge of
the other. There are 16 additional employees itouarpositions. The structure of
CPKN is attached in appendix C.
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Role of each area of Management

President / CEO

Sandy Sweet is the President of CPKN and has lettrat role since inception. He
is also on the Board of Directors. His role reesharound relationships and strategic
direction.

The Client Based Focus — Vice President of Clie/8es

Existing clients, future clients and partnershipve®s are managed by Nadine
Sutcliffe under the title of Vice President - ClieServices. Nadine’s' role is multi
faceted. It includes:

stabilise relationships with existing clients

develop relationships with future clients or thogerested in CPKN

services

enable smooth access for employees to police Is#seites (SME,

training services within organisations etc)

monitor of existing users trends and analysis

monitor changes in statistical information and assepact

call upon known contacts such as the National Axyi§roup to

advise on changes and if any action should beatake

Nadine is also closely aligned with Bill Gibson (\@perations) with weekly official
meetings. These meetings discuss course develapithentified and emerging
issues and any other matters of interest to eggtady. Information involving client
interaction impacting on CPKN products or timeling$s with client services.

This area of the organisation was initially managgd®andy Sweet. He identified
the need for a specific person to fill that rolel &adine moved in. Prior to this
Nadine looked after, amongst other areas, desigrdavnelopment.

The Technical Focus — Vice President of Operations

The technical side of the organisation is manage8idott Gibson under the title of
Vice President of Operations. It is a high levajpct management role of all the
actual course design, build and implementatiors rblie is:
to ensure adequate resourcing in IT to meet cidadtorganisational
needs
tracking of projects on a daily basis
management of workload and stress on employees hirde
prioritising competing work demands in relatiorctaurse build
data management and tracking of results
providing advice to the Advisory Group and PresttieBO
research for future projects
research of Learning Management System developments

17



Comment

The separation of these two areas is signific8rd. meet the organisational mission
“To be the leading provider of eLearning acrossdcianand internationally” the client

focus was essential. Buy in and building the retethips has lead to the successful
integration of a majority of the police servicesass Canada. Allowing a central

point to address these issues has increased tliessu Assigning dedicated staff to
maintain, develop and understand client needsrisesmes overlooked as a specific
role. Nadine is essentially smoothing, engagingereloping relationships, gaining

acceptance of eLearning programs and opening doorsrganisations to embrace

TEL. The role indicates the level of importancattthis organisation has placed on
this side of the business.

Funding of CPKN

CPKN is a not-for-profit service. They have thaivn financial services, which are
responsible for all incoming and outgoing costthioorganisation. Canada has over
200 police services working across the countrjxearious states and provinces.
120 of those utilise the Canadian Police Knowledgévork. This equates to
50,000 students out of the 65,000 police in Canddeese students pay a fee to
access the course, which in most cases would eredby the organisation. There
are three pricing models:

Standard Catalogue Pricing Model:Catalogue prices range from $25 to $200
per learner, though the majority are listed at 828 $50. In cases where course
development has been funded by the Police Sectandllpthose courses will
be initially offered as free learning events fod anonth period. After the free
Learning & Evaluation period, the majority of PS@fled courses are listed at
$25.

Group/Volume Discounts services are also eligible for volume-based
discounts when a total one-time course purchaseeelsc10% of a service’s
total sworn officer population.

Licensing: for large services, licensing models are oftemae cost-effective
means of delivering training to officers. CPKN’'sdnsing option provides
unlimited access (including registration, supparid reporting services) to a
course for an entire service/organization.

CPKN develops courses in partnership with the mgsipolicing organisations,
hosting courses where suitable and sustainableatdtional level. Where this is the
case, a percentage of the proceeds is returnée toolsted organisation.

All funds received by CPKN for courses are put baagto the organisation to

stimulate growth and development. This is parttted agreement with Holland
College.
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The Stanhope Conference

The Stanhope Conference was hosted by CPKN evenyfy@m 2007 till 2012. It
brought together up to 80 people from all over @anftom multiple services and
various ranks to talk about what is happening i, Té&change ideas and look at and
find solutions to emerging challenges.

Stanhope had some strategies involved includingations to a balance of those who
supported change and those who were adverse draattime undecided or not
engaged. This included:

identifying influential people who at that time didt understand TEL

looking for organisations who were insular in thbugp open them to outside
influences to change culture

identifying organisations that were not taking attege of efficiency

The involvement of other influential organisatiomsd areas over time has clearly
increased the value and strength of CPKN, and aslilatégic alignment to a range of
organisations.

Originally, planning for the next cycle of trainingas completed at this conference,
but the logistics mainly post conference in brimgisubject matter experts and
developers together hindered this process. Chamgeg to align this responsibility
with the National Advisory Group led to more flenity and efficiency in this area.

Involvement of Public Safety Canada

In 2013, “Economics of Policing: Police Educatiand Learning Summit” was co-
hosted by CPKN and Public Safety Canada, the ratigmvernment body created to
ensure co-ordination across all federal departments agencies responsible for
national security and the safety of Canadians.s &ha significant shift for CPKN, on
a number of levels. Federal involvement provideedible evidence of the
importance placed on CPKN. With this, the inefiitties in supported organisations
are being looked at from a federal funding levéhsular organisations are now
looking outward at CPKN. Increased budgetary pness and pending “training
budget” questions from those that fund areas ofpiviecing services will influence
this process.

Approximately 125 persons attended from the Camad@overnment, Law
Enforcement / Policing, Interpol and other relevargas and services across Canada.
| was fortunate to attend to present on what isuerg within Victoria Police and
outline the role and importance of ESF Scholarspipding state direction. This was
separate to the initial scholarship and at the abdte Canadian Federal Government.

The key issues from the Summit cannot solely retateolice. Every similarly
structured organisation can draw relevance fronotlieomes. They included:

The rising cost of policing in Canada has creatadesvery real challenges for

supporting a sustainable sector.
Training is one of the first areas impacted wheddats are restricted / reduced.
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While technology and innovation was woven throughinemes, there was a
clear consensus that it's not about cutting buddeasher, it's about making the
most of available resources and investing in appatgptools and relationships
to meet growing demand for training and to ensina &ll police have the
knowledge and skills to do the job safely and difety.

In the interests of a sustainable future, thera iseed to harness technology
enhanced approaches for the benefit of the colleq@olice community.

General Comments on CPKN

| went on the scholarship hoping to find a stabid avolving state and/or national
level organisation in the TEL field that could assis in Victoria. CPKN, as a whole,
provides a substantial blueprint of where TEL a$ thvel could take us. Speaking
with all management at CPKN, the road has not beasy, short or without
frustration. It will continue to be so, and theskaowledge this. They have however,
taken an idea that makes financial and operateerade and turned it into a successful
support tool for over 200 policing services andd®0, personnel.

Not all of CPKN specifically relates to VictoriaFunding for instance would be
difficult in this format for our areas. There aelutions or alternatives provided
within the “Recommendations Explained” section.

Specific notes of the visit to CPKN are contained\ppendix C.
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National Centre for Applied Learning Technology

NCALT was instigated in 2002 by the UK Home Offit® support a number of
policing services across the United Kingdom. Rressfaced at the time that brought
about the development of NCALT included:

Efficiency savings and budget cuts

Front line abstractions

A national consistency in course delivery
Drive for accreditation of qualifications

NCALT focus on specific areas to build their suscieluding:

Strategic support — Senior Management endorsenoeittentify and

communicate business benefits, cost and efficisagyngs and impact
to change the existing training culture

IT infrastructure — providing better than minimutargdard to all staff
and having administrative control of their IT areas

Force Training Strategy — identifying where elLeagnis appropriate,
where gaps can be reduced or removed and prograhuated and
assisting in gaining qualifications

Since 2007, NCALT student completion rates have eddvom 148,000 annually up
to 1.33 million completions in 2012. During thisrpd, there have been 3.7 million
completions recorded on their system. Considewhgre most of our services are
currently situated with eLearning, these figuresiarpressive.

In 2012, it is estimated that 50 million pound viiensitioned into other areas of the
policing services due to NCALT support. This ikitg into account traditional
practical training at set locations across the URhe reduction in abstraction was
another benefit with more flexibility in the worlgde due to more numbers on the
frontline rather than in training facilities.

Governance

NCALT is controlled by the Government. Course depment and direction is done
at this level. Providing control at this level cha problematic as discussed with
Chief Insp Aveling. Response to emerging issuak rational recognition of those
issues can be significantly hampered due to buraauc Flexibility is acknowledged

as an issue as governance sitting this high foyramiic organisation can result in a
slower rate of change. The relevance of the cewar also be impacted.

Direction
NCALT are using the simulation systems known asrdydinerva, developed by the

previous director of NCALT, Jonathan Crego. Thistem is currently being
developed by Victoria Police with support from Jivaan Crego. There are
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simulation suites across the UK providing immerdaearning opportunities for police
services.

NCALT are moving into an area known as NCALT liv&his is an area for online
training, conferencing or meeting based programhe &im is to increase secure
collaboration across agencies and increase theosupiCALT can provide to the
operational areas. It allows students to be abkccess a trainer for support at set
periods.

NCALT is also developing mobile technology for “jus time training” that a police
officer can access on their own mobile device aime that they need it. There are
security issues around this that are being addidssiethe process is not dissimilar to
that utilised in private industry. This includeslising QR (Quick Response) codes
on equipment and locations relevant to police. €Rdes store information for an
item which can include how to use or direction&rmation.

Comments on NCALT

Due to NCALT being in a state of transition, accessther areas of the organisation
were not available. It was clear however, that NTAapplications are similar to
those from CPKN. The process in NCALT is more gowegent based and controlled.
If comparing the two, the CPKN business model appe®re suited for Victoria due
to the National Advisory Group and the governanoe@sses.
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RECOMMENDATIONS EXPLAINED
STATE AND/OR NATIONAL APPROACH

Technology Enhanced Learning (TEL) has been embrageCanada, UK and the
FBI for a number of reasons. The most common thanfemancial and logistical
cost. In some cases the ability to provide trajrsapport is not feasible in any other
format due to high volume and ongoing risk.

For example, it would be logistically impossibler fine FBI to train the required
police numbers to resolve the collection of evidenssues. It would also be
ineffective to train only a small few. Face todagractical application would take
years to complete. The risks involved in not tiragnthe police members were
substantial, costly and impacted on community c@rfce. The solution, although
time consuming to one area of their service, prewithe ability to significantly
reduce the risks by providing standards and carsigt of performance through an
easily accessible TEL portal in the workplace.

Canada, through CPKN, has taken this further. Bglipg their information and
learning opportunities to create CPKN, expansiona® beyond the original scope.
CPKN are developing courses with qualificationspolicing (both operational and
within the Academies), fire fighting to internatarstandards, correctional officers,
wildlife enforcement, sheriffs and public safetyfa@oeement, the security industry and
real estate agents. Clearly, this will continueeficiency and increasing resource
demands on the agencies will push them in the CRKbction. The Summit on
Policing made that point.

Canadian agencies will increasingly be put undessurre to move towards TEL at a
national level. Savings in cost and time werenestéd with figures of around $300
million transitioned into other areas of policingaFederal level. Some agencies
remain resistive and focusing inward, but their bers are dwindling as the Federal
Canadian Government gets involved and financiadsanees impact on the services.

NCALT is tracking a similar path to CPKN by suppog multiple services across the
UK. More involvement by organisations and a steiadyease in course completions
provide evidence of this. NCALT however is a pelltased service. It is responsible
for the full development of courses rather than@RKN approach of supporting and
endorsing courses created by partnership organisati

Victorian Context

When looking at Victoria and our response, the benef cross organisational
training and understanding are significant. By teamplating cross organisational
training, we are unique, although CPKN are movimyg ithis area. For Victoria, the
Emergency Management Response and recommendatomagined in documents

2 Summit on Policing — Sandy Sweet CEO of CPKN AgmlieB XX
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such as “Victorian Emergency Management Reform -t&\Paper?® are strengthened
through this format. TEL at this level has thdigbto provide:

standardised and consistent information acrossngeraf paid and volunteer
organisations

concise and contemporary information from subjeetten experts contained
within our organisations on a range of issues +egwed knowledge equals
increased safety

intellectual property retention and disseminatigalvo the continued growth of
our services

rapid communication of that information acrossregeaof sectors

cost effective support to volunteer organisations

streamlined approach to meeting competencies falifgations

minimal or reduced interruption to supporting seesi training staff

less imposition on volunteer members stimulatingeriavolvement within the
volunteer sector thus increasing resilience

A culture of safety, risk management and tacticasiderations is relevant to all paid
and volunteer response agencies. TEL providestfoph to share information and
training across agencies in an effective and efficiformat. This approach is
strengthened by the CPKN, NCALT and FBI models ¢eimgnificantly different to
each other but achieving similar results.

The cost effectiveness of utilising the knowledgghim our own organisations to
enhance the performance of others who support ashigvable through this platform
with minimal cost and disruption. Currently, itestimated that approximately 10%
of all large organisations budget is spent on ingin Implementing the
recommendations held within this document can nsmraee of that cost back into the
operational sphere to enhance our response. Tedibis both the up skilling of our
own employees, our support and volunteer servioesirgcreasing the safety of our
communities.

Recommendation 1

A dedicated Victorian based organisation (or dedita Emergency Service
Organisation identified to manage on behalf of a#f) established to delive
Technology Enhanced Learning (TEL) programs andrinétion to_allEmergency
Service Organisations (including volunteer agercies

-

3 Victorian Emergency Management Reform — White P& 2013 recommendations including
Action 6 (P14) Action 18 (P34) Action 19 (P36) Awii21 (P37)
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CHARTER FOR PROGRAM DIRECTION

A consistent approach to TEL across organisatismsecessary for the programs and
collaborations to work harmoniously. The imporeraf collaboration cannot be
understated and hence the opportunity to idenkigy walue of the courses to each
organisation. Therefore, representation from bp#d and volunteer would be
essential in fulfilling the purpose of the trainipgpgrams and ensuring endorsement.

Looking again at CPKN, the National Advisory Grouppresents a range of
organisations across the policing sector. Thegwesentatives determine the
direction of training, value and priority based winat is occurring within the
operational environment. Recommendations for THElurses are sent via the
membership of all 200+ policing agencies within &den These are filtered to ensure
relevance and to determine whether the trainingble@s covered in other programs.
All the programs are put forward to the National vsdry Group with
recommendations where applicable. All the orgdiuea determine relevance and
priority based on National need and requirements.

In some areas, this is called the triage proceasality assurance or simply vetting.
Within this system it provides “common training aogerating platforms to ensure
better delivery systems for emergency servicés.”

Victorian Context

Within the Victorian context, the parameters tosidar would include:

An advisory group consisting of members from migdtiggencies from the
Victorian Emergency Services (paid and volunteenpwhave the authority to
make decisions at this level.

Relevance to multi agencies whether paid or vokmeinimum two agency)
Availability of subject matter experts within thaentified field

Risk assessment considering cultural implicationsl @ross organisational
response (misinterpretation of information)

Reduction of impact on training services withingbeagencies. For example, a
course such as “fire response on water” delivergdotie agency (CFA) to
another (Lifeguard). By providing theory in TELrfoat, efficiency is greatly
impacted (double qualified within the same periadlpwing the trainers to
focus on “the doing” rather than the theory.

Volunteer members — reduction in inconvenience &etrgualifications. To
retain and grow this sector and compete with farailg life demands, TEL may
significantly assist by providing training in therhe delivered via the internet.

* Emergency Services Reform — White Paper Pagedntshof Agreement
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Recommendation 2

An advisory group is established to provide guidarmnd oversight to trainin
direction to ensure operational need and purposkergified.

«Q

Recommendation 3

A charter for TEL direction is developed to providarameters for development |of
courses and information. The charter is to inva@we encompass multiple agencies
to encourage collaboration and mutual developneahter than insular thought.

FUNDING AND RE-EDUCATION OPPORTUNITIES WITHIN THE
COMMUNITY

FBI and NCALT provide their services as part of tBevernment budgets. It is
estimated that training takes up 10% of the totaddets for these organisations.
When looking at Victoria, the figures are compamind significant.

At CPKN, each course has a set price for enrolmdnth is met either via the
student or the students’ organisation. Where wetaking a few hundred to a few
thousand students, the financial impact is sigaificfor organisations. Where
courseware from a particular agency was utilisethnicial return is gained by the
particular agency. With CPKN being not for profihis offsets staffing and
development cost and allows expansion in line wsthdent completion rates
increasing.

Victorian Context

In Victoria, support and re-education opportunifi@sthe community are significant.
Effectively reducing the drain of the finite resoes at our disposal while increasing
the safety of our communities is a good place twu$o

Impacting on undesired behaviour within our comrtiaai was discussed with
NCALT and CPKN. Neither has taken significant stepthis direction. With CPKN

in particular this is not within their charter. eertheless, in Victoria, significant
opportunities present to provide support to our wmities and to provide funding to
support the establishment of a training facility.

Traffic Infringement — Traffic Offences dealt witia Official Warning

All Emergency Services are affected when road teaumidents occur on Victorian
roads. Every paid organisation and some volurdaeiinvolved. Our member and
community risks include:

Urgent duty driving to scenes / locations
Injury risks at scene
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Post traumatic stress as a result of attendingdéee/incident
Resources tied up causing a reduction in respayssbdity

Our road toll, regardless of its size, is unacdapta Injury, whether significant or
not, has an impact on our community, our healtthosemnd the finite resources within
our Emergency Services. Any opportunity to chadgeer behaviour should be
considered.

TEL programs offer a significant opportunity to oga our road culture, reduce
trauma and provide key messages from all our osgéions to specific or broader
areas of our communities. In turn, stress on esopurces would be reduced and
Health, Safety and Wellbeing aspects reduced ompeoiple.

Currently, under Victorian Government LegislatioW,ctoria Police has the
discretion, upon review, to withdraw an infringerharotice issued for a traffic
offence and issue an official warning in its pladeor the 2012 -13 financial year,
there were 77,141 official warnings issued forrgeaof traffic related offences.

There is no re-education of the offending persony Ahange in behaviour is not
measured, re-education not enforced and an oppiyrtonengage with the person is
missed. The figures are not currently known asetdfending rates or incidents of
trauma where a person previously warned is involved

Through a maintained elLearning course an oppoxtuexists to bridge this gap.
Funded through a nominal fee, significantly loweart the fine (eg $40 compared to
$200 plus for fines) this would offset any build DEL programs and substantially
fund part or all TEL training.To be clear, the entire training budget of TEL basd
programs for ALL paid and volunteer organisations ould be funded with this
change. Based on the 2012-13 Official Warning figureg thvenue for the 2012 -13
financial year would be:

77,141 official

warnings plus In excess of
course completions EQUALS $3,000,000

@ $40/student

The advantages to the community are extensive.edrveation and management of
undesired behaviour is an important step in redpodad trauma and in turn the road
toll. The option that a person seeks an officialming and is provided that without
any level of re — education to reverse that behavie interesting. eLearning,
presented on a public access platform, allowsraéirgency services to send required
messages into the community and significantly imhje&aca large number of first time
or suitable drivers to address undesired behaviour.

These packages could also be provided to thoseéngetkobtain their licence on the
first occasion and form part of this qualificatiolgain, this allows a contemporary

® Official Warnings vs Fines — statistics from we®si
“http://www.camerassavelives.vic.gov.au/home/stiasfines+by+category/official+warnings+vs+fin
es/
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message from Emergency Services as a whole onrtpacts of offences regulated
through an official warning option.

Other traffic based examples, where there appegap @n re-education includes:
Traffic Infringement — Loss Due to Demerit Pointisose incurring suspension
or extension must complete the re-education cotossupport a change in
undesired behaviour.

Hoon Legislation and the Seizure of Vehicles: thomseirring seizure of their
vehicle must complete a re-education course to @@ change in undesired
behaviour (4000 vehicles in 2011 -2012 financiarye

Additional Supporting Programs

In reality, if utilised correctly, the list is siditant for adjusting community
behaviour and reducing areas that greatly impadiroergency Services. Itis only a
matter of identifying what areas should be additss® the best means to address
them. From those discussed with various agenkesetinclude:

Hoax / nuisance calls — in 2006 there were 5.8ionilhon genuine calls across
Australia, or 21,000 calls per day. Resource agsponse capability must be
affected so any opportunity to re-educate offendmrshe public should be
pursued.

Support court processes — where cautions, diversiorother less invasive
methods are considered, a re-educational oppoytimihis format can present.
Support Fire Ready Programs — updated programdtteitiational needs.
Support First Aid Information — pursuant to requoents

OHS Programs for specific high risk areas (farnetm

Recommendation 4

The re-educational programs recommended in thisideat are implemented as| a
first stage approach to the programs. An increas@ublic safety, decline in
undesired behaviour and reduction of resource strgthin the Emergency Services
would be expected.

Recommendation 5

Re-educational programs are provided at a nomiealvlith the resultant income
utilised to provide training in TEL for all paid drvolunteer organisations as per the
charter.
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CONNECTING WITH THE COMMUNITY

For those under 30 years of age, the internet bas bver present in their lives. Our
youth are exposed to IT and TEL in prep, primargt aacondary school. University
gualifications are now obtained on line. The &pilor Victorian Emergency Service
organisations to enter into those domains to impmectsocial awareness, modify
undesired behaviour (alcohol abuse in youth / dssairiver behaviour) or simply
connect with future employees or volunteers isificant.

Victoria’s youth and future generations will not kesistant to the IT challenges that
we are experiencing. TEL will continue to be anegated medium of information and
training delivery method in their lives. The usektbat medium has not been
identified and / or utilised to support and assisthese areas where, with minimal
impact on our organisations, we can communicaté \lile next generation of
Victorians.

Recommendation 6

As part of the charter, TEL programs are utilise@a education tool to connect with
schools, institutions and other organisations toaase social awareness and change
culture impacting on Emergency Services.

IMPROVING RESILIENCE IN OUR COMMUNITIES

The Victorian Emergency Management Reform - Whipd? focused a Key
Principle on the Community of Victoria. That Keyiiiple is described as
“Emergency management founded on community padi@p, resilience and shared
responsibility”®

TEL has a substantial opportunity to increase isrgie through community
awareness programs and education. If the progamsbe hosted on the internet,
(such as by CPKN) and delivered in the home farailyironment the benefits are
real.

Victorian Context

Supporting communities through the developmentrogmms specific to their needs
provides the opportunity for members of those comitres to identify and mitigate

risk, plan responses and implement those plansigigpecific periods. Training and
information could be provided to the home familwieonment through an easily
navigated portal, in the one simple format. Allogricommunity members to help
themselves and providing key information is thetfgtep in this process.

® Victorian Emergency Management Reform — White P& 2013 P3 — Vision, Principles and
Strategic Priorities
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For example, when people move into a fire prona,afee local government, upon

welcoming them can also direct them to these calirdermation sites and allow risk

identification and mitigation information to be geated to their needs. Refresher
through to more advanced or specific information loa supplied as required.

“Strong relationships made before an emergency wvilrove the overall quality of
the response, relief and recovery activities.” Preparation does not start when the
incident is upon us. It is done well in advancd embedded to provide a smooth and
succinct opportunity to perform. TEL provides thaportunity to our community by
allowing direct communication specific to local dean consultation with localised
resources.

Recommendation 7

Programs adding to the resilience of communitiesupporting localised programs pe
considered for TEL development at no cost to thraroanity.

INDIVIDUAL ORGANISATIONAL TEL

Individual organisational needs may not be spediffcmet through this process and
nor does the implementation of any of these reconaaons reduce the need for
individual agency capability. Courses can be medithrough the same portal and
accessed by single agency only as required. khaiviorganisational TEL should not
be reduced as a result of the implementation ofcditigese recommendations.

Recommendation 8

(@)

That the individual agencies use TEL to develojr thn organisational capability {
address local specific need as required.

" Victorian Emergency Management Reform — White P&ge 2013 P15
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Conclusion

TEL has been integrated in a range of organisatibosh nationally and
internationally. It is an area that is continuitoggrow and develop at a rapid rate.
Moving forward in this area together, harmoniousty collaboratively offers a range
of benefits that would increase the capability aagacity of each of our services. It
is timely to consider moving, as a state, in thigeation as we can capture the full
extent of:

Capability and capacity “lessons learnt” from otbeganisations

Enhance capability in this area together

Strengthen other supporting areas of Emergencyic@earm@sponse in Victoria
Strengthen our communities through education amaviedge platforms
Build volunteer services through supporting proggamTEL formats
Reduce resource impacts through re-education pregra

Reduce training cost by implementing low cost raeadion programs

Police have the capability to pass information ite fand ambulance officers on

situational awareness, managing people and safedy may not be currently

considered. Fire officers have the capability tsg information to police and

ambulance officers on fire safety, confined spaaed hazard materials beyond
current considerations. Ambulance officers hawedépability to pass information to

fire and police officers on injury, first aid or ulieal emergency exceeding the current
considerations. Working together, sharing relevafdrmation to build a safer

working environment for all our organisations i texpected outcome. Adding the
vast volunteer network adds yet another layer éqpibssibilities.

We have seen our members subject to incidentsdeutseir scope and expertise. In
recent times, significant injury or exposure hasuled. Gaps in our training can be
filled through this format to create more resilieetfective people and resources at
our disposal. TEL has the distinct advantage afeasing the safety of our people by
providing one message from our experts to all @apte across Victoria.

TEL can provide a significant change for VictoriBmergency Services as it doing
for those working with CPKN, NCALT and the FBI. it time we investigated and
implemented programs in this format. The pathaisl lby these organisations to
follow, all we need to do is determine when to go.
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Appendix A- ICELW

Notes from conference relevant to study

‘W

Opening Keynote Address

"Social Learning: The Changing Face of Workplace Larning"

Jane Hart, Social Learning & Collaboration Advisor, Centre for Learning and
Performance Technologies, UK

Jane Harts presentation focused on three areas:

What is social learning?

How is it changing the workplace?

How can we offer learning and development suppmrtifose

changes?
Went through the top 100 learning tools for thasthe workplace. Most are social
based programs such as YouTube, Twitter etc wiearehrout to trusted sources to
find answers to information as required. Theséstace being used to build networks
of trusted friends and colleagues to ask relevaastjons, exchange ideas and
resources and brainstorm to solve problems. Téep& people contemporary in
thought and they learn more from each other.

According to her statistics, 25% of doctors in theA use social media to remain
contemporary. It does not replace training butsaddt at this time. It allows people
to “learn the new” where it was once inaccessibig solve their own problems.

Programs such as SCREENR, Learnist, MOOCS, Coudsscassed.

Use of own devices and learning in transit to anchfwork bypassing LRS and
moving straight into learning tools in most caskart states that training does not
meet the characteristics of a majority of workezsas and how they like to learn
which she states is:

Socially

Autonomously

Immediately

In the work flow

Continuously

HART examines teams with access to social mediatafpether build their own
resources to assist in efficiency within the wddwf. A shift in the roles of the
Learning Design area from building programs to fidding” programs in that
filtering the good and the bad and bring the dé&rato the organisation.

Employees are developing their own “Personal KndggeManagement” in a three
step process:
Seek the information: to solve their own problems
Sense the information; Filtering, validating angtomising
information to suit their workflow
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Share the information: where it works sharingitifiermation so the
workspace learns socially

The measuring of success was in the business seh#ige educational sense.
Building stronger social networks, mentoring andmarting that process and
allowing that to impact on culture and health dfusiness. Stops in place to ensure
QA and risk mitigation addressed.

Websites / Contacts
http://www.c4lpt.co.uk

Transitioning to a 70-20-10 Learning Structure
Gina Ann Richter, First Data Corp., Melville, New York, USA

Gina Ann Richter has a Ph.D. in Instructional Dasigth a specialisation in Online
Learning from Capella University. The 70-20-10 treag Structure relates to how
people learn in the work environment, in that:

70% is done through development experiences

20% is done through informal training such as ydaetinstructions or

colleague guidance

10% is through formal training.

Ran a project called “Project Connect” for a majét company. The projects
philosophy was developed using the acronym “STEPS”:
Single source — of truth through superior technplog
Talent Management — strategic workplace plannirteanployee engagement
are the focus
Efficiency and effectiveness are the norm and eyg#eexperiences are
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consistent
Partnerships with the business increase and enipaoft&bility

Satisfaction increases due to enriched roles, dpuwent opportunity &
cleaner career paths

The project was completed in 3 months from L&Ddat out. It was developed in 5
distinct areas some that the participants wer@maptete with others to support the
process, being:
- A Video - showing what the required learning was

Information Search and Survey

Connecting the Dots

Global Change Champions

Employee testimonials and Doodle Videos

Video showing what the required learning was.

Professionally shot using rich media. Scriptedspges developed with structural
design to achieve the learning outcomes. Duratmproximately 20 minutes.
Created the opportunity for all those involved &psovided one message in relation
to the direction of the company policy. Had 1008mpletion rate within a month for
this area of HR within the company — 300+ employees

Information Search and Survey

Brought all available resources relating to the@infation to one location within the
company. ldentified the social learning opportesiiblog / you tube / google /
twitter / wiki) and brought them into a portfolidt was important that this area was in
line with the social learning systems that the shisl were using in their own time.
The did not have to learn how to navigate as m@aeam information was used. This
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information was filtered and identified as corretttwas brought into the search area
where it could be easily located. This was neth&company. Within the video
above, the students were required to answer sss#rgpuestions where the answers
could only be found within the search and survighade it not dissimilar to a game
where the students were expected to enjoy the ggsoCEhe training was clearly
serious in the sense of learning outcomes butrtheeps was fun. The result was that
the students had to navigate to this area andsgel 10 using it as it was subtly forced
upon them.

The survey component related to feedback on theseand the learning. The
feedback was flexible and designed to achieve teboth in student satisfaction,
learning options used and ease of the system assveesign and development input.
The students were made to feel valued as feedbaskegponded to where required.
They were asked to complete it rather than direatetlif the students completed the
feedback they were given access to a blooperoféleé managers from the video —
feedback made fun and rewarding. This resulte&8D¥ plus feedback participation
which in the corporate world is extremely good.

The feedback was not used to pat themselves dpaitieor to identify their job was
done. It was to listen to the students and magmtfeel valued. This sense of
ownership is important in any program and oftenrimaked. It was an analysis to
see what they needed and how the program couldridgaously developed.

Both these processes were simple but clever igdesid of great value to the
project. Both should be considered by ESF membiéadlows us, within our closed
networks to provide contemporary knowledge in anfairpeople are already using. It
also provides the opportunity for an increase al feedback that is flexible and
designed to achieve a goal.

Connecting the Dots

This area was around information sharing pointiwithe organisation. Newsletters
were tied into the programs and blogs built witthiea company to share information.
The blogs were relatively flexible but directedsmme cases to topics. Involvement
of the SME was essential to keep people involvetieninformation and it was kept
active and interesting. This continued to braretthining and put it to the forefront
of the students minds.

This area provides the opportunity to link aspettthe entire organisation to the
desired learning outcomes and is very effectiveeinding the right messages.

Global Change Champions (GCC)

GCC are people in positions to tell you the trutbwt what is going on. RICHTER
used a trusted network of people within the orgatios to seek honest feedback
when there was a change in any area of the datdoomation coming in. RICHTER
monitored all feed points for information (hits thre sites / feedback / blogs etc) and
when these dropped off or indicated issues withis $cope the GCC either made
contact or were contacted to provide essentiatméion. These people constantly
maintained the feedback and fed into the systemmBnthly contact was held with
GCC where all aspects of the 5 areas were lookerlatsure the organisational
changes were understood at a local level.
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Employee Testimonials and Doodle Videos

RICHTER identified stories of validating the trangiwith good outcomes. She
contacted those involved, worked through a scrix Wiem (series of directed
guestions). She made them feel valued and alldheedmployees to send the
message. RICHTER, once participation was orgamardd then simply send a
video camera in the mail to the participants. Twewld film their own testimonial
with someone at their location (cost effective anthfortable environment).
RICHTER would later edit. The videos were rough dfective in the sense that
they built on the message and strengthened theayrgosition. This had an impact
on company culture as students were hearing thandalyes from the students.

The Doodle videos were easy animated videos theg well designed. RICHTER,
with no previous exposure to the program, made timeacouple of hours. Examples
and the program can be found at http://www.spackal/home.php

Comments

This was an extremely good example of long termmilag and changing culture.
RICHTER, in my opinion clearly saw the needs of ¢éihganisation and developed a
long term solution that could be managed and miaietifairly easily. Student
participation and a flexible program allowed heathieve the objects. The
performance objectives of the program were tiethéandividual further
strengthening the learning-and-performance. E&nefpresentation.

Web Sites / Contact.

http://www.sparkol.com/home.php

www.gina.richter@firstdata.com

Ww

Meta-Cognition and Self-Regulation Via Analog Learmng and E-Learning
Dr Richard Pircher, University of Applied SciencesVienna, Austria

Comments

The Game of Life

Meta-Cognition and Self-Regulation
Via Analog Learning and E-Learning

e, Richard Pircher
University of Applied Sciences bfi Vienna, Austria
chard.pircher@fh-vi




Meta cognition is “knowing the knowing”, or recogimg what is important in the
learning and filtering that information. Self régtion refers to taking control and
regulating ones' own behaviour. What was intemgstias the results relating to the
relationship between self regulation and a numbant social type behaviours
contained in the New Zealand study.

Question: If the impact of this type of behaviouraddification could be implemented
in early intervention of offenders to teach therf sentrol would this result in young
people not coming into contact with authority? &lthe implication that this can be
applied across an adult network with similar resuls this accurate?

Could the recidivist offender type personality b#uenced by self control
intervention within the justice system? What intpaould this have to areas such as
drug use, recidivist offending and suicide IF weevable to provide a platform to
deliver this to people entering our criminal justgystems? Could this in turn reduce
the resource impact on Emergency Services throeglitant intervention options
relating to self control applications?

Questions from the presentation which were unabbnswered related to what
happens to a subject when the impacting environsnaetur in combination. | would
expect that these impacts would not occur in igmtaind thus could have greater
intensity in certain circumstances.

Contact with Richard via email established if fertinhequire further. Requested
powerpoint or copy of presentation.

Web site

http://richard-pircher.net
http://www.pnas.org/content/108/7/2693.fulleferred New Zealand study
http://www.youtube.com/watch?v=0QX_ oy9614Harshmallow Test
http://www.znl-fex.de- a game developed for kids to impact self reguiat in
Dutch

http://www.wehrfritz.de- a game developed for kids to impact self requiat in
Dutch

‘W

Think Big - Start Small: Three Models for Creating and Implementing Low-
Cost, High-Impact Performance Support Solutions

Hal Christensen, Christensen/Roberts Solutions, Nework, New York, USA

Hal Christensen is a consultant with Christensebdrs solutions. He came from
Academia and moved into the business area wheavha €lear need for some of his
work.

Christensen focused on three main areas in higipiason being:
What is performance support?
Why do we need it now?
Some performance support models.
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What is performance support?

Performance support is applications, informatiopragrams that can assist an
employee to effectively and efficiently perform ewntask without having to seek
assistance. This creates a more effective workepda other staff is not taken away
from their core functions and the employee hasrswar two clicks away.

Hal spoke about a number of underlying assumptiéfigrmal training are that
workers will:

Learn all the need to know in their training cosrse

Store in memory all they have learned

Retrieve all they need to know at the Point of @@anance

Continue to rely on the same knowledge over time.

Why do we need it now?

Training cannot bridge all the gaps in competendanagers of decision makers
need to ask the question: Do they need to memtirise Can we achieve better
results by applying a “need it now” referenceis Iperformance without
memorisation. This reduces the impact on an osgdion in a number of areas
including training time reduction for individual @hoyees through to less disruption
within the workplace. Building the programs effeety for the “need it now”
applications is the challenge for the L&D professils. It is also stated by
Christensen that training cannot supply enoughéncurrent work environment to
satisfy the training needs. Good performance sumam fill this void.

Christensen questioned whether simple coursesstifiction any longer need that
instruction or simply support through availableoimhation. Closed networks, whose
employees cannot access mainstream informatiorca®You Tube / Facebook etc)
would have a clear benefit from this. This is dipglication of support vs training.

He does have a point with the sheer volume of tpskgple are required to complete
and also the intellectual property that often digsgrs from organisations in cycles.

Some performance support models
Christensen, as many L&D experts do, used ADDIEHerinstructional design of the
programs which is:
- Analysis

Design

Development

Implementation

Evaluation

He provided examples in Instructional Design ugergplates to guide people in how
to lay out course development and use courseware.

Provided examples of non frequently used progranmsethods that could be held in
performance support rather than taught with thexkedge dissipating.

The applications were not to replace critical tiragn emergency response etc. They

may assist in lightening the load of training regqdiby students in some areas in the
more menial non urgent tasks.
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Comments
Whatever the performance support tool is, it mastha number of key attributes
which are:

Accessible

Contextual

Actionable

Current

Two clicks or 10 seconds, otherwise those who nte&dl not use it.

Video in Learning: The New Rules
Martin Addison, Video Arts, London, UK

“People learn nothing when they are asleep and Viditg when they are bored.”
John Cleese

With these opening lines we were introduced to Maktldison, the CEO of Video
Arts which was founded by John Clease a few decages He uses video to both
entertain and educate. His aim is to have theestiugkin some emotional
involvement in the program in order to connect wiite learning. Addison outlined
that video content is changing with more of a “@dmacking” approach influenced
by “You Tube”. A lot of video learning contentn®w user created, mobile,
searchable and in the online world.

Statistics on You Tube were that there were 149fhitevery person on the planet,
and that around 50% of people watch these videdBensmart phones.

ADDISON focused on 5 key areas in his presentation
The explosion of video in education
Why video works in learning
Why we like funny videos
When you should make your own video and when yawlshnot
Using video to reach more learners

The explosion of video in education / why video wé&s in learning.

This has come about as people are now empowesahtoh for their own learning
requirements via social media / social learninghfsi People are used to it and
figures indicate that people retain far more fragee format than they do in all other
forms or education apart from doing the processuf& — Edgar Dale's Cone of
Learning). Videos allow the instructor to demoatdrthe training or training need,
apply it in practice to a set standard and theestutb view it.

Humour

ADDISON outlined that where possible, they use humo connect with the student.
Their research indicated that the two most desrahits for leaders today is that they
have a strong work ethic and a sense of humoue videos shown were effective
and in line with this philosophy.
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How to use video

R,
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T videoarts

When you should make your own and when you shouldah

As important as this is, Addison did not reallygdke conversation here. His
productions are more at the rich media focus andk@gbwell in that format. Scripted
training to the standard that Addison showed wd@dt a loss in unprofessional
hands using this format.

Using video to reach more learners

ADDISON simply outlined that video is engaging grdductive. It can be shown to
10 or 10,000 and the same learning outcomes cantbeved. Spend the time on the
quality of the product and L&D and you will get thewvards. He also returned to the
informal learning people are also undertaking amking into those products /
processes (understanding the users).

Comments

Good presentation confirming what Vicpol are alyeadiare of. The presentation
was short and to the point, much like John Cle@d® rules for making video are
always flexible based on the topic. The good iddemsvn only move to reinforce
what we already know — that video is one of if tia most effective ways of training
people in an eLearning format. The website is@gguide to where this
organisation is going.

Web Site / Contacts
http://www.videoarts.com
www.maddison@videoarts.co.uk

W

Papers from ICELW

Contactandrew.mckee@police.vic.gov.duequire copies of same

Gamify Your Teaching - Using Location-Based Gamef Educational Purposes

40



Kai Erenlil University of Applied Sciences bfi Viea/Film, TV & Media
Production, Vienna, Austria

The Decisive Dozen; Research Background Abridged
Will Thalheimer, PhD, Work Learning Research

Supporting Tools for Blended Animators in Complex learning Communities
Berardina De Carolis, Stefano Ferilli, Enrica Glenéind Paola Plantamura
Department of Information, Bari, Italy

Video in Learning: The New Rules
Martin Addison, Video Arts, London, UK

Exploiting Motivation and Self-Efficacy through the Implementation of a Self-
Regulated Oriented ePortfolio
Aikaterini Alexiou and Fotini Paraskeva, UniversitfyPiraeus, Athens, Greece

A Comprehensive Look into the Role of E-learning Sategy in Higher Education
Zehra Altinay Gazi and Fahriye Altinay Aksal, Né&zast University, Nicosia, North
Cyprus

Communities of Practice as a Paradigm
Marcella Cives and Paola Plantamura, Departmelntfofmatics — University of Bari
“Aldo Moro”, Bari, Italy

The Effect of E-learning on Learners' Motivation: A Case Study on Evaluating
E-Learning

Samir EI-Seoud, Naglaa Seddiek, Islam Taj-EddinRadline Ghenghesh, The
British University in Egypt, Cairo, Egypt, and Mabod El-Khouly, Helwan
University, Cairo, Egypt

A Model of Cooperative and Work-Integrated Educatian through New
Technologies
Maria Amata Garito, International Telematic Univgr&dJNINETTUNO, Rome, Italy

Competency-Based Self-Directed Learning and Assessnt: A Model for
Vocational and Continuing Education?

Christoph Gutersloh, Zurich University of Appliedi&nces, Zurich, Switzerland and
Matthias Rohs, Technical University of Kaiserslanf&aiserslautern, Germany

Free Tools for Project Management: An OrganizationaLearning Approach for
Small and Medium-Sized Enterprises

Julia Gunnoltz, Stefanie Quade, Frank HabermarohMarcus Birkenkrahe, Berlin
School of Economics and Law, Berlin, Germany

Using Simulations to Integrate Technology into Hedh Care Aides' Workflow

Sharla King, Lili Liu, Eleni Stroulia, and loannikolaidis, University of Alberta,
Edmonton, Canada
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Multi-User Virtual Environments and Serious Games br Team Building in
Organizations

Birgul Kutlu and Aysun Bozanta, Bogazici Universitgtanbul, Turkey; and Nuket
Nowlan, 3D Virtual Crafting, Ottawa, Canada

Organization of Students' Self-Study to Build Comp&ences in the Workplace
Tetyana Lepeyko and Oleksandr Puskhar, Kharkivadati University of Economics,
Kharkiv, Ukraine

Knowledge and Learning Management (KALM) for Enhandng Academic Staff
Online Training Methodologies for Quality Graduates

Melody Modebelu, Duvie Adanma, Kalu-uche Nnennayal Ike-Eucharia Ada,
Michael Okpara University of Agriculture Umudike/Agultural and Science
Education, Umuahia, Abia, Nigeria

Online Language Learning in the Workplace: Maximizing Efficiency,
Effectiveness, and Time-on-Task
Katharine Nielson, Voxy, New York, New York, USA

Sentiment Analysis Use in Satisfaction Evaluationor Maritime Education
Dimitrios Papachristos, Konstantinos Alafodimos] &atherine Kikilia, TEI Piraeus,
Aigaleo, Greece; and Nikitas Nikitakos, UniversifyAegean, Chios, Greece

Designing a Specific Tool for Measuring Students'rad Tutors' Mutual
Expectations from Each Other in an E-Learning Platbrm

Morteza Rezaei-Zadeh and John O'Reilly, Universitlimerick, Limerick, Ireland;
Michael Hogan, National University of Ireland (NUBalway, Ireland; Brendan
Cleary, University of Victoria, Canada; and Eamdurphy, University of Limerick,
Limerick, Ireland

Web 2.0 in Education: Developing Teachers’ DigitaCompetencies through
Blended Learning
Line Skov Hansen, University of Aalborg, Aalborggridnark

Knowledge Sharing Cultures in Finance and Insuranc&€ompanies — Needs to
Improve Informal Collaborative e-Learning

Erika Tanhua-Piiroinen and Johanna Sommers-Piinpibaiversity of Tampere,
Tampere, Finland

Maximizing the Blended Learning Curriculum by Using the “Flipped
Classroom” Approach in the Workplace

Charlotte Thoms, Rochester Institute of TechnolNggional Technical Institute for
the Deaf, Rochester, New York, USA

A Virtual Collaboration Platform to Enhance Scientific Performance within
Transdisciplinary Research Networks

Tobias Vaegs, Claudia Jooss, Ingo Leisten, Anja&ic and Sabina Jesckhe,
IMA/ZLW & IfU, RWTH Aachen University, Aachen, Geramy
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An Empirical Study: Using Off-the-Shelf Authoring Software to Create an
Online Decision-Making Job Aid

Kasa Wabhl, Daniel Hill, and Deborah McGuire, Prsfesal Development Program
of Rockefeller College of the University at Albatbany, New York, USA

43



Appendix B — FBI

Notes from meeting with FBI at Quantico Virginia

FBI

'ACADENY ¢

QUANTICO

Met with:
Demetrius Jordan
Skilor Long
Jon Day
Stacey
Brett

Key points:

. Know your student and the working environment
Do not be technology driven ie new toys / prograilmsiot always lead to good
education platforms etc
If building for mobile, build mobile first and theaxpand the information
outward (must know / nice to know)
Take training to the field officer but understahée environment they work in so
what they have to encounter to do the training
Train more than 40,000 in compliance alone

Who they train
Recruits

Intel analyst

World Health Org
Advanced Training
Surveillance
Computer analysts
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Who are they?

The Interactive Learning Development Unit (ILDU)agledicated team of creative
professionals with technical expertise in the adamline course design, interactive
simulation, virtual representation, video, and otin@ning platforms. ILDU can assist
in transforming nearly any content into world classning. The developed product
can be delivered online and in everyday classrostings. ILDU is passionate about
creating relevant and engaging training throughmaltimg visual effects and story
lines.

Mobile

Plan for mobile first and foremost. Cut to theecof the content and make it fast and
accessible. 2 clicks to get to where you needhateu 10 seconds. Mobile is new to
the FBI and they continue to address security ssireleased a few within Academy
based training. Access via private web site usuelp HTML5. Let them play
philosophy where aiming to have student completiaiping voluntarily.

Performance Support
Clarke Aldridge based program support ideals arside
Buy it rather than skill it if you can — half thedrtache.

Design and development

Has an oversite learning committee looking at cuttim management, what is
needed to train, prioritising system, grading syséand problem solving.

400+ courses

296+ courses in development

Triage no just complete to priorities.

Triage process may be of benefit to FBI in simitamat to ours but different
management and rotation of same causing some SeRssues.

Ratios of 1 instructional designer to 1 multi media

Staffing

Simulation Team 6+1

Courseware 13

Contractors 18

Video 5

Some cross skilling

Separate area is Instructional Designers with nusiibem 17 up to 30.

Training Development Process

ADDIE for development

Analysis — Project acceptance, project plan, amabsmmary
Design — design summary

Development — testing plan, evaluation plan, mamgeplan, status
Testing — testing results, marketing documentsjempntation
Implementation — customer survey, best practice

Evaluation — project completion, evaluation summatysure

Life Cycle Management Process
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OTRCD
Training Development
Process

Development i

FBI Training Development Process

Presentation Package

Very high end and sophisticated. Impressive imeiirand design and in what it is
trying to achieve through Burden of Proof. Requestopy of same with answer
pending.

Staff turnover and stress

Minimal staff turnover. Have 130 jobs in queue adtressed as priorities change.
Some wastage where developing a program that mssthelved. Communication and
direction has some issues (common in large orgtmiga Management constantly
changing and thus changing direction — continyakjify existence but successfully
doing so due to program quality and volume/s. fing all aspects of FBI services in
some manner.

Quality Assurance for Simulation Programs

Undertaken every 2 weeks

Peer review / QA then SME review

Revamp of courses every 12 months and all linksle¢cked

On completion manager review then legal review meddian global review.
Requests for changes come direct from SME on review

Baseline worked out from program so knew parametengork under early in
development. SCORM packages in most cases.

Integrity of programs
Randomise questions but each student must getgaeséons by law.
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Have a sign on that is basically do not cheat!

Run report to see any discrepancies

Cater for all aspects of society as you are notife — you want them to learn not get
frustrated.

Can add to career paths and continue to buildisnatiea as provides more substance
to courses / unit.

Evaluation unit will evaluate course for effectiess using a range of methods
including Kirkpatrick feedback method.

Funding

Funding comes from National level (government)upgort police development.
Resultant is expected to be the better handlireymfence response leading to higher
conviction rate and less issues / complexitiesiwitlourt process. Very big project
by our standards (over 2 years) but successfifBdrdue to volume and nation wide
aspects.

No funding comes from user end (ie no paymentéovises.) Total project is run by
around 30 people. No cost to the user for accggsiograms therefore programs
built much like Vicpol ie cover wages etc by deysdo

Relationships
Share with Canada both formally and informally RClt#I intel areas.

Use conferencing where invite attendees to faailitpttend at other as required or of
interest.

Canada and United States Simulation Group — CUSSG

MOU where of value

jasonseabaugh@gmail.cemlason Seabaugh played a big part in developimde®

of Proof — contact provide and some interest imsting in development of a similar
program if we have the opportunity to do do.
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Appendix C

Notes from meeting with Canadian Police Knowledge N etwork
(CPKN)

Met with:
Sandy Sweet (CEO)
Nadine Sutcliffe (VP Client Services)
Bill Gibson (VP Operations)
All available staff

Key points:

: In 2004/05 had 252 completions recorded
In 2012/13 recorded 280,508 completions for the yea
In the G20 year had 775936 completions recordealy-way to effectively
train that many people in that short time frame.
To September 2013 have 1,991,246 completions 2004.
Mission : To be the leading provider of eLearnimganada and International.
They could just about pull off the internationatiwiVorksafe Australia now
having courses completed by CPKN — they are onvthréd stage.

Who they train

Police Service — 65000 police across Canada: Cikdlved with 50,000 students
from these services.

Government Agencies involved in enforcement

Corrections

Passport office

Private Security to meet requirements

Real Estate compliance

Who are they?

Aligned with Holland College in 2003 and formedrfrahe Justice Knowledge
Network and policing support programs. Not forfgrorganisation which was an
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initiative of Holland College along with some kegliging personnel who drove the
development of CPKN including Sandy Sweet and Edfjzreod.

Board of Directors / National Advisory Group
These are explained in length within the main dogaim

Design and development
See attached templates. Extensive experiencésisehbtor.

Maintenance of courses

Every 12 months or when legislation changes areemad

Changes are validated by SME and the relevantcaswiill id a suitable SME if
required.

Feedback

Monitored and plotted for each course

Depending on level of severity of feedback will rmathanges where required (rare if
ever)

Annual review of all courses with SME and editsedetined

Survey levels for Kirkpatrick up to three

Private Security Training Network (PSTN)

Movement in this sector as private security neededw approach to standardise
training across Canada.

Separate from police and other sites.

Standardised basic security training to meet gegtirements

Many financial benefits

Staff

19 in total (increases expected)

3 managers

Finance — Paul

Client Services CPKN — Krystine

Client Services PSTN (Private Security TrainingwWak) — Gayle
Corporate Communications — Christine
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Roles of staff

Nadine Sutcliffe — VP Client ServiceQuote “Work with people and organisations
who get it and share the rewards.”

Client based focus in helping these organisatieos the cultural changes that
eLearning can bring. Buy in to the process anthgebe benefits. In order to meet
the mission of the CPKN (Be the leading provideebéarning for Canada and
International agencies), the focus on customersieedot under estimated.
Consistent and central contact points form an ésderart of CPKN success and the
buy in results reflect this. Nadines’ role is clgautlined in the main parts of the
document.

Bill Gibson — VP Operations

Running of CPKN in a tech sense. Ensuring theelalequate IT resources to meet
the organisations needs. Tracks projects on g dagis and looks and stress and
workload on employees to ensure OHS met. Re-figes work as required.

Controls HR and skill set management to ensurelsiyaneeds are met. Has the
higher level of the program management includirgiséisg the advisory group and
board as required. Researches future project&sliidevelopments to ensure
CPKN remain contemporary. Weekly reporting withdiie to Sandy. Bills’ role is
clearly defined in the main parts of the document.

Krystine Richards— Manager of Business DevelopmentQuote “Leave your views
at the door and get on with building the relatiopsHi

2010 CPKN required person with good people skillde¢velop business and send a
common message with a common point of contactstike identified and filled role.
Previous person in similar space but organisatorybung and did not work. Sandy
filled this role but then expanded beyond his tcoenmitments and moved across.
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Role is to understand the customer and what isdrapg in the operational world.
Overseen by Nadine Sutcliffe who deals directlyhviite big customers. Kristine
talks about courses, developments and portalsssad@mmon voice with Nadine.
Focus is on user engagement. Kristine has stromgrunication skills, interpersonal
skills and very business savvy. She has a Mastd&asiness.

Andrew Thorne — Quiz Manager/Maker Quote — “All you want is for learning to
happen”

Work to the lowest denominator and then up. Aofovhat happens in this area is
determined or limited by the customer. Andrew seas the process and provides
input to third party courses to align with CPKNodes in HTML, HTML5, XML,
Java, Flash, Action Script 1 and 2.

Amy — Flash Developer and Graphic Designer

Looks at the first content review and provides inpuelation to suitable interactive.
Try to add 1 interactive per lesson. Average td 6 lessons per course.
Instructional designer determines where interaditeeand if it works. Client
reviews interactive suggestions and they talk it &toryboard and review the
functionality and layout to ensure they can acyubllild it. Use a library of graphics.
Build is via the developers with a QA of the entimurse by developers along the
way and on completion. QA (Meaghan) then reviemg @éhanges made. QA
(Meaghan) then reviews again to ensure all goddE $en review with changes as
required. On completion one last QA prior to “pil@unch”

Meaghan Lister — Quality Control

QA of all courses. Completes functionality testd aompares course to storyboards
and learning outcomes etc. Assesses how the clmaisg feels and works. Reviews
at completion of process and signs off on sames thien sent to SME where client
reviews and edits done. Role is all about medtiegstandards. Meaghan does a
number of other roles where required.

Integrity of programs

User name and password held by student only

Check box to accept terms and conditions

Exam — designed as rotating questions and answeamal. of questions and
randomisation where suitable.

Exam — there are mandatory questions that all emsier

Courses without exams — have the oath of the badlgeu shall not cheat
Updates of courses as required — version control

Tracking where feasible of attempts and times

Lock out process — supervisors advised and musestdurther attempts through
supervisor who completes request to CPKN. Kedpsda students who are
struggling at a local level and managers remaiorméd.

Blended — some organisations test at local levererpractical elements involved.

Staffing Opportunities
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Opportunities through Holland College to develaffancluding course access to
develop skill sets

Continuing education fund: Application via staff finitiatives that will improve the
workplace and skill set

Library of online courses: similar to Linda andhet support courses

If short on a skill set — find courses and tramffsh same or identify talent and
employ. Alternative Holland College supply studeta learn workplace and if
suitable opportunity to employ (Amy)

Local conference opportunity for staff

Some shadowing but no exchanges to date (willingptoe to Australia!!)

Gaming development — in partnership and learnimgesoporary methods.

Staff turnover and stress
Minimal staff turnover.

Funding

Not for profit as per agreement with Holland ColegCharge students for access to
courses which varies in rates depending on coukfleexcess put back into the
organisation to grow and expand to meet the nekdserging areas.

Student Benefits
Varies from workplace to workplace
Some mandatory courses in some organisations sidayed self development.
CPKN allow the organisations to determine thisecidt. Benefits do include:
- Continued Education Credit: complete a set amotitraming and
learning and receive a pay increase
Set period training: within a set time frame (5nge@entioned) and
complete a set amount of courses to receive aragase
Promaotion: courses to complete to meet criteria
Cadet programs with mandatory completion for entry
Specialist qualification — held within CPKN for semrganisations

Edgar McLeod — Atlantic Police Academy

The Atlantic Police Academy (APA) is on Prince Edavésland (PEI). APA is one
of 5 main police training facilities in Canada witke remaining being:

Royal Canadian Mounted Police

Ontario Police Academy

Quebec Police Academy

Justice Institute in British Colombia

APA is a pre employment academy which means thdesits pay up to $27,000
Canadian to receive the training. The CanadiaitiAglsector saw this as a
sustainable economic model to provide trainingdteptial employees. From APA,
the students join services across Canada withxtepéion of Ontario and some areas
within British Colombia. The training provided aadademy functioning is
supported by Holland College. There are 60 tot80ents per course with normally

3 to 4 courses per year.
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CPKN courses form part of the curriculum for APAhey have found this creates a
more rounded student with courses done in their tnva and tested inside the
training. The key that they have found is thatright courses for eLearning are
identified and delivered at the right time in thereculum. Blended training is the
preferred approach. The curriculum is certifiesbtiygh Holland College and then
delivered by qualified trainers in the areas ofezkipe.

Training in this form conducted with:
Police cadets
Fire Fighters (to international standards)
Correctional Officers
Wildlife enforcement
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Appendix D
Official Warnings vs Fines 2012 — 2013 Financial Ye ar

(July 2012 to June 2013)

. L Number of infringements Official
Fines issuing agency : . :
issued warnings issued
Police issued on-the-spot 250,292 7,222
Fixed and mobile camera 1,292,991 56,685
Tolling 1,566,541 13,234
TOTAL 3,109,824 77,141

Infringements for Police issued on-the-spot anc&iand mobile camera are recorded at the
offence date.

Infringements for Tolling are recorded at the isdage of the infringement. Unpaid tolls only
become infringements after the tolling authoritg @successfully attempted to recover the toll.
The infringement issued date may occur several hsoafter the offence date, depending on the
tolling authority.

Official warnings are issued when infringementswitdrawn following internal review
processes.

Official warnings may not relate to the infringenissued in the same financial year.

The number of infringements issued by Victoria E®bn-the-spot only includes speeding, red-
light and unregistered vehicle offences; it doessimdude other on-the-spot offences such as fai
to wear a seatbelt.

The number of infringements issued may be subgecatiation over time as infringements can b
withdrawn or reissued.

The number of official warnings may be subject aniation over time as infringements can be
withdrawn, revoked, cancelled or suspended.
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