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If you stop learning today, you stop leading tomorrow.  —Dr. Howard Hendricks

Introduction
As I was conducting research I came across this quote by Dr. Howard Hendricks, Distinguished Professor and Chairman of the Center for Christian Leadership at Dallas Theological Seminary, which spoke volumes about the importance of learning in today’s workplace. I found it to be centrally relevant to the topic of this paper. I have set out to explore the connection of learning how to learn concepts to the ever changing and complex workplace. This paper will focus on barriers to learning, leaders’ responsibility in their own learning, shifting organizational culture, the value of continuing education and organizational investment, etc. 
Why Learn?
Today’s leader exists in a fast paced, results-oriented environment. Leaders are not hired to learn, nor are they hired for their capacity to learn. We are hired for our ability to get things done and to advance the mission and profits of the organization.  Luckert and Horniman (2001) coin this leadership model the knowing-doing model because much of the leader’s success is based upon action, accomplishing tasks, and producing outcomes. They challenge leaders to shift to the knowing-learning model of leadership where leaders control their ability to learn and grow. That ability to learn has enabled leaders to be successful and it should be the very reason organizations get excited about leaders actually learning. A leader’s mastery of knowledge surely aids in their personal and professional development, but it has far reaching benefits to the organization. An organization which realizes the important concept of leaders as learners is a far wiser organization that one who does not. Human capital is important to the evolution of the organization and significant investment must be made to ensure that its leaders are learning. And so, the evolution of the organization is made possible via meeting the needs of its learners.  

Oftentimes, leaders do not have the luxury of simply slowing down to take control of their learning. With the threat of downsizing, layoffs, and reduced profits the embrace of learning becomes more of an afterthought or a haphazard action than it does an intentional process that organizations engage in or at the very least, encourage leaders to partake in.  Learning needs to be vital to the organization and embedded within its culture, but many leaders are not fortunate enough to work within such a stimulating environment. So what do we do if learning opportunities are not present or if the learning opportunities are not centralized? 
Leaders can engage in a number of things to foster learning within; learn about themselves as learners, participate in collaborative learning, master skills relevant to their personal and professional lives, and become self directed learners.  Leaders need to assume responsibility for their own learning, as the “teacher” does not necessarily control what is to be learned, how it is to be learned and when it is to be learned. We need to shift our view from a pedagogic model to an andragogic model where the learner is the focus of the education. Leaders should be framing everything they do into learning opportunities.
The LHTL Concepts Exposed
Brockett and Hiemstra (1991) discuss two dimensions of learning. One dimension, self directed learning, addresses individual responsibility. Self directed learners plan, implement, and evaluate; the instructional method is taken into account here. The other dimension is labeled as learner self-direction. Learner self direction underscores a learner’s desire to assume responsibility for their own learning experience. Self direction is more than just a one dimensional concept, but takes into account “….the external characteristics of an instructional process and the internal characteristics of the learner…” (p24). Adult learners tend to be internally motivated. It’s important that leaders work to understand themselves in order to fully participate in the process.  I do not mean to suggest that self directed learning occurs in isolation, it is merely about the learner taking control of their own learning. Sexton (2001) outlines a number of characteristics of self directed learners:
· They work with an underlying sense of purpose by going beyond the job description
· They never surrender the art of dreaming and re-dreaming because they understand that dreams create direction as they envision their future
· They focus on their gifts and manage their weaknesses
· They see themselves as volunteers, not victims as they take responsibility for their choices and pursue their own definition of success
· They act despite their fears because they understand that growth and learner needs movement
· They thrive on interdependence and understand they are part of a larger body
Examples of Learning in the Workplace

To be most effective, learners need to understand themselves, their capacity to learn, what processes they have successfully used in the past, and determine their interest in and knowledge of the subject they want to learn (http://www.studygs.net/metacogniton.htm). Leaders can tackle all of these points by taking advantage of opportunities to engage in collaborative learning, participating in activities to develop self awareness, becoming a self-directed learner, learning from mistakes, mentoring, etc. All of these methods can actually help leaders learn how to learn. 
Learning about oneself is central to learning how to learn and there are several ways leaders can discover more about who they are as learners. Organizations and/or leaders can utilize diagnostic instruments to help identify salient learner characteristics. The feedback gathered from those learning style instruments can then assist in identifying skills leaders can enhance, support their efforts in working more effectively with colleagues, dictate the mode of delivery, and shape necessary or desired future learning and/or training experiences. Instruments that I have found useful in the workplace are the DiSC profile, Kolb’s Learning Styles Inventory, and the Myers Briggs Type Indicator Test (MBTI). 

The DiSC profile uses a four quadrant profile that attempts to understand people through their temperament and behavioral style. DiSC enables teams to become more productive and also enhances leadership skills among the team members. The Myers Briggs Type Indicator Test (MBTI) helps individuals identify personality preferences utilizing four dichotomies; extroversion/introversion, sensing/intuition, thinking/feeling, and judging/perceiving. The MBTI has many relevant applications to group dynamics, training (leadership and employee), and personal development.  Lastly, Kolb’s Learning Styles Inventory describes learning as a four step process where learners watch (Reflective Observation-RO), think (Abstract Conceptualization-AC), feel (Concrete Experience-CE), and do (Active Experimentation-AE). Two learning modes can then be combined to define specific learning styles: Diverger, Assimilator, Converger, and Accomodator. (For further information regarding the specific learning style characteristics, please visit http://www.usd.edu/~ssanto/kolb.html). 

These instruments, while employing different philosophies, all help learners discover more about themselves. Hopefully what it gathered can be translated to every day situations. These instruments have served as a great way to discover who I am as a learner and colleague and how I can apply that knowledge to successfully navigate the organizational culture and specifically, work more effectively within the team. Training opportunities or team assignments can be designed around these particular instruments. Although these instruments serve as good tools to understand learners, they can’t be relied upon to explain everything about the learner. These are tools and should be treated as such, as we need to understand that learners are much more complex than just fitting them into boxes to help explain their learning, personality, and/or behavioral style. 
Learners can also engage in reflective activities to assist them as they learn how to learn. Asking the right questions can produce an environment where learners can get the most out of the experience. Learners can think about the following points: what was a rewarding or ineffective learning experience and what made it such, what type of learner are you, how do you process information, do you learn differently than you did as a child, what makes education boring, what training programs have been your favorite and why, what are you passionate about, etc (Conner, 1995). These reflective questions, if the learner is honest, can assist the learner in discovering more about themselves. Perhaps these questions will identify new values or present information that affirms what they already know. Asking the right questions can help one better shape their learning experience and attitude towards what to be gained.
Collaborative learning is another form of learning which may benefit leaders in the workplace. Collaborative learning forces learners to shift their perspective of who has authority and who happens to be in control of the learning experience. Leaders need to understand that learning doesn’t necessarily rest with the teacher in a formal and structured learning experience, but may involve opportunities to learn from other members of a group. 
There are certainly some barriers that prevent leaders from fully engaging in the process and thus avert real learning from occurring. Leaders may have some trepidation with this particular method because “….communication is often stifled due to workers’ fear of being seen as incompetent” by others (Digenti, 2001). This lack of communication does not benefit anyone on the team, nor does it solve the problem that may be at hand. As they engage in the collaborative learning process, a leader may feel as if their competence, self esteem/confidence, or status is at risk within the group. Learners need to “unlearn” many of the lenses through which they see the world in order to accommodate benefits of a collaborative learning approach.

Dr. Carter McNamara discusses a specific example that supports both collaborative learning and self directed learning. The author talks about Circles, but makes a distinction between two types-Authenticity and Leaders Circles. They are both action learning based groups that rely on peer coaching, however Authenticity Circles are composed of individuals representing for-profit organizations and Leaders Circles are comprised of individuals from nonprofit organizations. Circles are a way to not only connect to other leaders, but “….effective learning occurs around information and materials needed to address current priorities in leaders’ lives or workplaces” (McNamara, p1).  
Smith (1982) notes that people will respond better to training if there’s some “(1)….larger payoff (e.g., acquiring skills that can be used in comparable situations) and (2) clearly relates to previously encountered learning problems…” (p140). Leaders’ involvement in Circles attempt to answer those two points by connecting leaders to opportunities to receive feedback and gain assistance. Learners are then able to apply what they have learned, while participating in the Circles, to other situations that may directly or indirectly relate. The primary goal is to meet learners’ ongoing needs by focusing on the goals in which participants set. The Circles remain a learner driven avenue of communication and learning. “The model relies heavily on each member to work with other members to identify learning activities to meet these needs or objectives” (McNamara, p11).  

It is also important that leaders/learners focus on the process in addition to the task.  Learners should use this approach as a means to develop team work skills, practice effective communication skills, learn to give and receive feedback, improve group membership skills, and become more self aware (Smith, 1982).
So, Now What?
There are a number of ways that leaders can continue to learn. If the organization encouraged its leaders to embrace training as learning opportunities, the organization and its personnel would be better equipped to address the changing needs of business. Effective training opportunities need to begin with an analysis of the learner so the training can be appropriate for the learner. The training should also try to “….make use of every format and media available in program delivery” (Conner, p2). An organization cannot assume that every learner will be satisfied with one single medium of delivery, nor should it assume that leaders/learners need the same type of training/education. The leader is as equally responsible for their learning as the organization is. The organization may create the appropriate climate, but leaders need to have some learner self direction to take advantage of those training opportunities.
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