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Анотація. Визначено основні принципи організації освітнього простору в освіті 
дорослих. Окреслено відмінності між плануванням навчальних практик для дітей і підлітків, 
для дорослих учнів. З ’ясовано, що основними засадами для формування і управління освітнім 
простором в освіті дорослих є: формування навчального клімату взаємоповаги, довіри і 
підтримки; створення механізмів узаємного планування; діагностика потреб дорослих, які 
беруть участь в освітньому процесі; перетворення потреби в мету; формування типу 
освітньої діяльності й управління ним; оцінювання рівня досягнення поставленої навчальної мети.
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In tro d u ctio n . The rapid developm ent o f  technology, increased com petition and 
consum er demand lead to the need for lifelon g  learning, «... from early childhood to old age -  
and in different contexts: formal (at educational institutions), inform ally at w ork place  
inform ally in social life»  [6].

A ccents in education have largely shifted over the recent years. The system  crisis 
arising from n ew  challenges o f  our society  encourages us to review  and rethink both -  goals  
o f  acquiring know ledge and educational tim e measurement.

Q uick and unstoppable developm ent o f  new  technologies requires constant 
m obilization o f  forces and opportunities for learning and acquiring m ore and more skills. 
K now ledge is currently the center o f  activity and developm ent o f  individuals and society  in 
general. It is personal capital, special m eans to achieve success in life. Constant, continuous 
education prom otes a deeper understanding o f  events and processes that prevent 
unem ploym ent, hum iliation and discrimination.

Acquiring new  knowledge is necessary for both professional work and leisure, since 
requirements to qualification are increasing, and therefore the value o f  knowledge in the process o f  
personal self-realization increases, too. D ue to the rapid aging o f  knowledge, people get into the 
situation when education received before is insufficient to fully participate in the social, industrial 
and individual processes. The issue o f  finding a solution in the situation becom es urgent.

A dult education is an integral part o f  life lon g  learning. The rich history o f  adult 
education in Europe varies greatly by region and carries powerful elem ents o f  Enlightenm ent 
equity and access thinking. R ecognition  o f  adult learning has been grow n since the m in- 
nineties. It is vita lly  important to the European Social M odel and to the standing o f  a strong 
Europe in globally  com petitive world [8].

A dult education is the type o f  education that is free from rigidity (system s that are 
very strict or difficult to change) w ith regards to curriculum, learning materials, m ethodology, 
venue, duration or the length an individual takes to com plete a particular instructional 
session  [10]. A dult learn in a variety o f  w ays. Therefore, it stands to reason that there are a 
variety o f  educational delivery formats and teaching m ethods that should be em ployed to 
facilitate the learning process o f  adults.
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The selection  o f  teaching m ethods from one or a com bination o f  the categories is 
dependent upon the intended outcom e and the maturity (readiness leve l) o f  the learners, from  
a know ledge and skill perspective.

T h e  p u rp o se  o f  the paper presented is to design the main principles o f  designing and 
m anaging a pattern o f  adult learning experience.

P resen ta tion  o f  k ey  m ateria l. The concept o f  adult education is interpreted as a 
continuous process o f  education throughout life  based on the need to  acquire new  know ledge  
and skills. S ince learning is a social process, a person is trained for three m ain reasons:
-  For self-im provem ent;
-  For the sake o f  com petitiveness in the labor market (em ploym ent, better salaries, career 

opportunities, em ployer requirements, acquiring new  skills);
-  For the more successful social life  (com passion, tolerance, decision  m aking, protection o f  

nature -  those issues require co llective solutions and people w ant to be involved, to 
express their ow n opinion).

A dult education provides lifelon g  learning, im proves skills in accordance w ith the 
requirements o f  the labor market and p eop le’s ow n needs. It com bines formal and informal 
educations, develops both new  and innate abilities.

The fo llow in g  benefits o f  adult education are distinguished: flexibility; diversity; 
availability in tim e and place o f  study [2].

It provides a continuous process o f  im proving both the individual and society, ensures 
the requests o f  econom ic developm ent o f  the state and civil society  developm ent.

There always exists a thorough dispute between tw o concepts -  those o f  pedagogical and 
andragogical approach in teaching. W hen planning an educational activity, a pedagogue thinks in 
terms o f  drafting a content plan, and he has to answer only four questions to com e up with a plan:
-  W hat content needs to be covered? (the assum ption being that they w ill only learn what 

he transmits, and therefore he has to cover it all in the classroom ). So he draws up a long  
list o f  content terms;

-  H ow  can this content be organized into m anageable units? (1-hour, 3-hour, etc. units). So  
he arranges the units in a sequence according to chronology (history, literature, political 
science) or from sim ple to com plex (science, math);

-  W hat w ould  be the m ost effective m ethods? C hoice w ill probably be lecture and assign  
reading; i f  unit 2 in vo lves skill performance, the m ethod o f  choice w ill probably be 
demonstration by him  and drill, drilling by them  [9].

B y  answering these four questions, a pedagogue ends up with a content-transmission plan. 
The andragogue, on the other hand, w hen he undertakes to plan an education activity, sees 

his task as being two-fold: first, and primarily, to design and manage a process for facilitating the 
acquisition o f  content by the learners; and only secondly, to serve as a content resource (he 
perceives that there are many content resources in addition to his ow n -  peers, supervisors, 
specialists and a variety o f  materials in the learner's environment, and that an important part o f  her 
responsibility is to keep up to date as to what these resources are and to link learners with them).

The andragogue has to answer very different kinds o f  questions to com e up w ith a 
process design. (N otice that it is not a matter o f  the pedagogue's being concerned w ith content 
and the andragog’s not being concerned w ith it; rather, the pedagogue is concerned w ith  
transmitting the content and the andragogue is concerned w ith facilitating the acquisition o f  
the content by the learners.)

The questions raised by the andragogy have to do w ith im plem enting the fo llow in g  
elem ents o f  an andragogical process design  [1]:

1. C lim ate  settin g . A  prerequisite for effective learning to take place is the 
establishm ent o f  a clim ate that is conducive to learning. T w o broad aspect o f  clim ate m ust be 
considered: institutional clim ate and the clim ate o f  training situation.

60



Серія «Педагогічні науки», 2018

A m ong the questions that m ight be raised o f  a regarding institutional clim ate are:
-  D o  the policy  statem ents o f  the institution convey a deep com m itm ent to the value o f  

human resources developm ent in the accom plishm ent o f  the m ission  o f  the institution?
-  D o es the budget o f  the institution provide adequate resources for the support o f  

significant human resources developm ent (H R D ) efforts?
-  Is the H R D  staff involved  in the decision-m aking process as regards personnel polic ies  

and programs?
-  Are adequate physical facilities for H R D  activities provided?
-  D o es the reward system  o f  the institution g iv e  credit for the achievem ent o f  personal 

growth on the part o f  individuals and their supervisor?
A s regards setting a clim ate in a training situation, these are the conditions that are 

thought to characterize the clim ate that is conducive to learning, and the questions that m ight 
be asked in creating a process design  to achieve those conditions.

A  clim ate  o f  m u tu a l respect. P eople are m ore open to learning i f  they feel respected. 
I f  they feel that they are talked down to be embarrassed or otherw ise denigrated, their energy  
is diverted from learning to dealing w ith these feelings.

There ex ist several things to try to bring the clim ate o f  mutual respect into being: First, 
provide nam e tents -  5 by 8 cards w ith  their nam es printed on them  w ith bold felt pens-so  that 
they can start calling each other by name. Then, put learners into small groups o f  fiv e  or six 
persons (preferably sitting around tables) and ask them  to share their «w hat’s» (their work  
roles); their « w h o ’s» (one thing about them selves that w ill enable others to see them  as 
unique human beings); any special know ledge, skill, or other resources.

They w ould  be w illin g  to share w ith others; and any questions, problem s or concerns 
they are hoping w ill be dealt w ith  in this program. It is also possib le to ask one person in each  
group to volunteer to g iv e  a high-point summary o f  this inform ation about each group. This 
hour is the m ost important hour in the w hole training event, since it starts the process o f  
creating a clim ate that is conducive to learning.

A  clim ate o f  co lla b o ra tio n  rath er th an  co m p etitiv en ess. The above sharing exercise  
causes the participants to start seen them selves as mutual helpers rather than rivals. For m any 
kinds o f  learning, the richest resources are w ithin  their peers, hence the im portance o f  m aking  
these resources is available.

A  c lim ate  o f  su p p ortiven ess  rath er th a n  ju d g m en ts . It is possib le for an andragogue 
to set this clim ate by being supportive in their ow n behavior but the opening exercise also  
tends to establish peer-support relationships.

A  clim ate o f  m u tu al tru st. In order to reduce the instinctive mistrust w ith  w hich  
people typically  react to authority figures, in presenting an andragogue had better try to 
em phasize w ho he is as a human being rather than as an expert, and he urges them  to call him  
by his first name.

A  clim ate  o f  fu n . Learning should be one o f  the m ost joyfu l things w e  do and so, 
being involved  in teaching adults, try to do everything possib le to m ake the experience  
enjoyable. It is also helpful to m ake a lot o f  use o f  spontaneous humor.

A  h u m an  clim ate. Learning is a human activity; training is for dogs and horses. So try 
to establish a clim ate in w hich  people feel that they are being treated as human beings not 
objects, try to care for their human needs. Com fortable chairs, frequent breaks. adequate 
ventilation and lighting, availability o f  co ffee  or cold  drinks, and the like.

The first questions an andragogue asks in constructing a process design, therefore, is «what 
procedures should I use with this particular group to bring these climate conditions into being?»

2. C rea tin g  a m ech an ism  fo r  m u tu a l p lan n in g . A  basic law  o f  human nature is at 
work here because people tend to feel com m itted to a decision  or activity to the extent that 
they have participated in m aking the decision  or planning the activity. The reverse is even
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more true. P eop le tend to feel uncom m itted to the extent they feel that the decision  or activity  
is b eing  im posed on them  w ithout their having a chance to influence it.

In planning a total program for all the course w orkshops, seminars o f  an institution, 
the usual m echanism  is a planning com m ittee, councilor task force. To be effective, it is 
critical that it be representative o f  all the constituencies the program is designed to serve. For 
a particular program, such as a course or w orkshop, it is also possib le to use team s o f  
participants, w ith  each team having responsibility for planning one unit o f  the program.

The fu llest participation in planning is achieved, how ever, through the use o f  learning 
contracts, in  w hich  case the learners develop their ow n learning plans.

The second question the andragogue answer in developing a process m odel therefore, 
is «what procedures w ill be used to in vo lve the learners in planning?»

3. D ia g n o sin g  th e  p artic ip an t's  lea rn in g  needs. The H R D  literature is rich in 
techniques. Trainers can use organizations and com m unities for assessing training needs as 
perceived by individuals. These needs are the appropriate source o f  goals for a total program. 
But in a particular training event in volv ing  particular individuals, a learning need is not a need  
unless so perceived by the learner. One o f  the highest arts in training is creating the conditions 
and providing the too ls that w ill enable learners to becom e aware o f  their training needs and 
therefore translate them  into learning needs'. A  n ew  body o f  technology  being developed for 
facilitating this process, w ith  em phasis on such self-d iagnostic as sim ulation exercise, 
assessm ent centers, com petency-based rating scales, and videotape feedback.

S o  the third set o f  questions the andragogue asks in constructing a process design is 
«W hat procedures w ill be used in helping the participants diagnose their ow n learning needs?»

4. T ra n sla tin g  lea rn in g  n eed s in to  ob jectives. H aving diagnosed their learning needs  
participants now  face the task o f  translating them  into learning objectives -  positive  
statements o f  directions o f  growth. Som e kinds o f  learning (such as m achine operation) lend  
them selves to objectives stated as terminal behaviors that can be observed and measured. 
Others (such as decision-m aking ability) are so com plex  that they are better stated in terms o f  
direction o f  im provem ent.

So the fourth question the androgogue asks is «W hat procedures can I use for helping  
participants translate their learning needs into learning objectives?»

5. D esig n in g  and m a n a g in g  th e  p attern  o f  lea rn in g  exp erien ce. H aving formulated  
the learning objectives, the next task o f  the trainer and the participants is to design a plan for 
achieving them. This plan w ill include identifying the resources m ost relevant to each  
objective and the m ost effective strategies for u tilizing these resources. Such plan is likely  to 
include a m ix o f  total group experiences including input by the trainer, subgroup (learning
teaching team ) experience, and individual learning projects. A  key criterion for assessing the 
excellence o f  such a design  is, how  deeply in volved  is the participants in the mutual process 
o f  designing and m anaging a pattern o f  learning experiences?

So the fifth question the androgogue asks is «W hat procedures can I use for involv ing  
the learners w ith m e in designing and m anaging a pattern o f  learning experiences?»

6. E v a lu a tin g  th e ex ten t to  w h ich  th e o b jectives h ave b een  ach ieved . In m any 
situations, institutional po lic ies require som e sort o f  «objective» (quantitative) m easure o f  
learning outcom es. But the recent trend in evaluation research has been to place increasing  
em phasis on «subjective» (qualitative) evaluation -  finding out w hat is really happening  
inside the participants and how  differently they are perform ing in life. In any case, the 
andragogical m odel requires that the learners get actively involved  in process o f  evaluating  
their learning outcom es.

The sixth question, therefore, that the andragogue asks is «W hat procedures can I use 
to in vo lve the learners responsibly in evaluating the accom plishm ent o f  the learning 
objectives?»
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B y  answering these six sets o f  questions the learning facilitator em erges w ith  process 
design -  a set o f  procedures for facilitating the acquisition o f  content by learners [4].

In the last decades, our society  accum ulated m ore research based know ledge about 
adults as learners than w as known in all o f  previous history. In the past decade, the body o f  
know ledge had at least doubled.

C on clu sion . Teaching adult learners can be very rewarding, but very challenging as 
w ell. Teachers should rem ember they are dealing w ith individuals w ho have their ow n lives  
outside o f  school, som e w ith very busy schedules. But adult learners are also better equipped  
for d ialogue and exchange. They com e to  class w ith  a set o f  too ls and inform ation that can be 
o f  great use to educators.

W hen w e  teach adults, w e ’re dealing w ith individuals w ho usually have a set o f  study 
skills, acquired in their previous schooling. They know  perfectly w ell w hat it’s like to  attend 
classes, and the greater their com m itm ent to their learning, the m ore organized they are, and 
the m ore skills they are w illin g  to deploy.
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Abstract. MAKHYNIA Nataliya Volodymyrivna. Designing and managing a pattern of 
learning experience.

Introduction. Adult education is the type of education that is free from rigidity (systems that 
are very strict or difficult to change) with regards to curriculum, learning materials, methodology, 
venue, duration or the length an individual takes to complete a particular instructional session. Adult 
learn in a variety of ways. Therefore, it stands to reason that there are a variety of educational 
delivery formats and teaching methods that should be employed to facilitate the learning process of adults.

The selection of teaching methods from one or a combination of the categories is dependent 
upon the intended outcome and the maturity (readiness level) of the learners, from a knowledge and 
skill perspective.

Purpose. The article is aimed to dwell upon designing the main principles of designing and 
managing a pattern of adult learning experience.

Results. The concept of adult education is interpreted as a continuous process of education 
throughout life based on the need to acquire new knowledge and skills. Since learning is a social 
process, a person is trained for three main reasons: for self-improvement; for the sake of 
competitiveness in the labor market (employment, better salaries, career opportunities, employer 
requirements, acquiring new skills); for the more successful social life (compassion, tolerance,
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decision making, protection of nature -  those issues require collective solutions and people want to be 
involved, to express their own opinion).

There always exists a thorough dispute between two concepts -  those of pedagogical and 
andragogical approach in teaching.

The andragogue sees his task as being two-fold: first, to design and manage a process for 
facilitating the acquisition of content by the learners; and secondly, to serve as a content resource (he 
perceives that there are many content resources in addition to his own -  peers, supervisors, specialists 
and a variety of materials in the learner’s environment, and that an important part of her 
responsibility is to keep up to date as to what these resources are and to link learners with them.)

The andragogue has to answer very different kinds of questions to come up with a process 
design. It is not a matter of the pedagogue's being concerned with content and the andragogue’s not 
being concerned with it; rather, the pedagogue is concerned with transmitting the content and the 
andragogue is concerned with facilitating the acquisition of the content by the learners.

The questions raised by the andragogy have to do with implementing the following elements of 
an andragogical process design: 1) Climate setting. A prerequisite for effective learning to take place 
is the establishment of a climate that is conducive to learning. Two broad aspect of climate must be 
considered: institutional climate and the climate of training situation. People are more open to 
learning if they feel respected. If they feel that they are talked down to be embarrassed or otherwise 
denigrated, their energy is diverted from learning to dealing with these feelings. 2) Creating a 
mechanism for mutual planning. A basic law of human nature is at work here because people tend to 
feel committed to a decision or activity to the extent that they have participated in making the decision 
or planning the activity. 3) Diagnosing the participant's learning needs. Trainers can use 
organizations and communities for assessing training needs as perceived by individuals. These needs 
are the appropriate source of goals for a total program. But in a particular training event involving 
particular individuals, a learning need is not a need unless so perceived by the learner. 4) Translating 
learning needs into objectives. Having diagnosed their learning needs participants now face the task 
of translating them into learning objectives -  positive statements of directions of growth. 5) Designing 
and managing the pattern of learning experience. Having formulated the learning objectives, the next 
task of the trainer and the participants is to design a plan for achieving them. This plan will include 
identifying the resources most relevant to each objective and the most effective strategies for utilizing 
these resources. 6) Evaluating the extent to which the objectives have been achieved. In many 
situations, institutional policies require some sort of «objective» (quantitative) measure of learning 
outcomes. The recent trend in evaluation research has been to place increasing emphasis on 
«subjective» (qualitative) evaluation -  finding out what is really happening inside the participants and 
how differently they are performing in life. In any case, the andragogical model requires that the 
learners get actively involved in process of evaluating their learning outcomes.

Conclusion. Teaching adult learners can be very challenging. Andragogues are dealing with 
individuals who usually have a set of study skills, acquired in their previous schooling. They know 
perfectly well what i t ’s like to attend classes, and the greater their commitment to their learning, the 
more organized they are, and the more skills they are willing to deploy. Taking adults into the process 
ofplanning activities and assessing them is vital for successful adult education models.

Key words: adult education; andragogue; organization of educational environment; 
organization principles; educational climate; type of educational activity; evaluation; purpose of 
training.
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