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In filling Senior Executive roles, the traditional
recruiter starts a process that often takes months
to advertise, find and qualify suitable candidates
to fill roles that EOL can do in approximately 72
hours.

AOQ-QLDTM is pleased to offer a new service that
provides employers an economically efficient method of
recruiting staff.

Executives Online (EOL) provides a highly effective, fast
and economical service to match client’s requirements with
candidates from a pre-qualified executive database.

This online service uses extensive metadata search
functionality to identify suitable candidates for the client’s
Job Briefs. EOL then requests a response from candidates
who are interested, available and have relevant experience.
This starts a streamlined approach which helps match
candidates with the company.

Working as your back office facility and bypassing
traditional recruiters, EOL provides short lists of suitable
and available candidates in days not weeks or months. This
opportunity has no ongoing or administration costs, only a
small fee for a successful placement.

To lodge a Job Brief visit the website and follow the

Do you have Executive
Staffing Shortages?

Are you seeking a new placement?
FIND QUALIFIED APPLICANTS WITHIN 72 HOURS

prompts http://www.executivesonline.com.au/licensees/
Licensee_area/Submit_a_brief. (quote license # 660 when
seeking a placement or seeking candidates).

EOL only charge for successful placement of candidates,
which has the effect of making EOL’s service RISK FREE.
Unlike traditional recruitment agencies, EOL has no up-
front or progress fees and no advertising fees even if
external job boards or databases are utilised.

Professional expertise of executives in the Talent Banks
covers:

CEOs and Managing Directors
CFOs and Financial Controllers
CTOs and Technical Directors
Commercial Directors
Executive and Non-Executive Directors
Sales, Marketing and BDMs
Engineering and Construction Managers
Project, Program and Change Managers
Customer Service Centre Managers
Facilities Managers
and many more.

A few of the corporations using EOL are:
Accor (Sofitel)
Affinity Capital Pty Ltd

ANZ Bank
Australian Health Management
Foxtel Management Pty Ltd
Kimberley-Clark Corporation
Minter Ellison Australia
OneSteel
Optus Australia
SAFC Biosciences

More information request Execs
to progbus@pbinstitute.net
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So you want to be an author!
Progressing Business ezine can assist you! We require:
Technical papers for the professional – cutting edge

technology. 1000 to 2500 words.
Research/academic papers developing new concepts,

ideas and reports of survey results. 1000 to 2500 words
(a double blind process is in place).

Practical business articles/papers. 1000 to 2500 words.
Submit manuscripts in Microsoft Word format.
Submit graphics in high resolution .jpg as separate

files.
Send all submissions to editor@pbinstitute.net
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V of the Trade Practices Act 1974.
ADVERTISING CONDITIONS - See Terms and Conditions available at
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WHY CERTIFICATION?
Sci-Qual International’s Certified Environment, Quality and

Workplace Health and Safety System helps enterprises
demonstrate their credentials through independent
assessment of management practices to the approved
standards.
Our Certification gives you a third party assessment and
certification of business management systems aimed at
controlling environmental and workplace health and safety
practices and risks for improving business risk management.
We will be able to provide you with the assurance that your
clients will have complete faith in your business practices and
products.
Having our certification provides you with the opportunity to
stay ahead of the trends in regulatory, community and trade
requirements and not forgetting your competition.
Benefits of being Certified with Sci-Qual International:
• Enhancing your corporate image.
• Paper trail to support your practices.
• Competitive edge in your trade.
• Early and improved identification and management of

business risks.
• Increased bottom line profits due to smooth systems.
• Stakeholder satisfaction enhancements.
• Experienced auditors to give you a confident finished result.
Other systems reviewed:

SQF 1000 and SQF 2000.
Food Safety HACCP.
NHVAS Mass and Maintenance Auditing.
TruckSafe Auditing.

“We have that friendly approach to your certification.”

PO Box 70 Morayfield Queensland 4506
Suite 32 22 King Street Caboolture Qld 4510

ACN 056 777 176
ABN 87 056 777 176

FREECALL 1800 998 999
Telephone +61 7 5499 3377
Facsimile +61 7 5499 2332

Email scibris@caboolture.net.au
Web www.sci-qual.com.au

JASANZ REGISTRATION
Quality No. S1210792AB

Environment No. E2060699AB
OH&S No. O2020400AB
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INTRODUCTION

We rely on assumptions to live.
We assume the aircraft is really going to
Queenstown, the white liquid in the container is
milk, the car approaching the intersection from the
opposite direction will stop at the red light so we can
turn safely to our right in front of that car.
Assumptions are at the heart of our learning-
sharing-growing. We make assumptions about our
own and others’ intentions, expectations,
trustworthiness, interest in the topic, and about
adults as learners. Whether we are conscious of
them or not, assumptions impact on learning-
sharing-growing.
This paper identifies and examines some particular
assumptions that lead to successful learning-
sharing-growing. By becoming conscious of these
assumptions we will be less likely to use any that
impact negatively or at worst make an “ass-out-of-
you-and-me”.
Knowing and managing our assumptions as
leaders, managers, coaches and trainers can
improve the quality of learning-sharing-growing
for individuals, groups and the organisation as a
whole.
DEFINITIONS

The key definitions for this paper include assumptions,
emotional intelligence, learning-sharing-growing and
success.

Assume: to accept that something is true without checking
or confirming it.

Assumptions: are propositions that are taken for granted, as
if known to be true.

Ass - An offensive term that deliberately insults somebody’s
intelligence,consideration for them, or general value6

Emotional Intelligence: the ability to effectively express and
manage one’s emotions and relationships with others. It is
built on three key competencies self-awareness, self-
management and self-discipline of one’s thinking and
emotions14.

Learning-sharing-growing: Is a free and forthright lifelong
exploration of issues, problems, points of view, experiences,

Assumptions for
Successful

Learning-Sharing-
Growing

Peter J Hercock
Monaco Business Services

Paper presented to NZOQ Annual Conference October 22-24, 2008,
Queenstown, New Zealand
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feelings, ideas and relating these to others’ viewpoints,
experiences, propositions, … learning to do or be something
we were not before. It frequently requires a letting go of a
perception or habit an adjustment of our environment,
admitting our limitations or inconsistencies. It is change. It
is about choice and having choices. It cannot be imposed
successfully4.

Success: Is an achievement of an intent, goal or purpose6.

VALIDATING ASSUMPTIONS

For assumptions to be true they need validating.

James & Constance Messina (2008)12 remind us that we
do check the validity of our assumptions when we apply them
– a ‘reality check’. Those that are valid tend to go unnoticed
as the expected and desired outcomes happen. However, it is
usually a memorable experience when an assumption is not
confirmed by reality! For example the plane lands in
Christchurch, the white liquid is not milk, the car ‘runs’ the
red light and hits us.

As leaders and trainers of learning-sharing-growing
experiences, we need to check the validity of our assumptions
before we apply them. We can do this – firstly by
acknowledging we have them; secondly by naming them and

making them explicit; thirdly by checking if they will deliver
our outcomes; fourthly by adapting or replacing those that
will not achieve our purposes.

It takes time with good self-awareness and self-
management skills or Emotional Intelligence, to stand back
and validate our assumptions in this way.

EMOTIONAL INTELLIGENCE

Emotional intelligence includes the ability and skill to
stand back from your performance, to know your
assumptions and evaluate them against your desired
outcomes and end results. Empathy is a quality underpinning
this intelligence.

Stephen Xavier (2005)14 and Daniel Goleman (1998)10 in
describing emotional intelligence include these three ideas:

• Self-awareness as the ability to recognise one’s own moods,
emotions, beliefs or thinking and motives.

• Self-management is the skill to focus on what will be the
best ‘response’ for the other person, yourself, your
organisation and the overall situation and result. Standing
back, even for a few seconds, to decide on your response.

• Self-discipline is needed to priotise your emotions and
thinking to focus on your goal or end result.

CHOOSING ASSUMPTIONS FOR SUCCESS

So choosing and validating assumptions for successful
learning-sharing-growing requires of us a level of emotional
intelligence. We may have to discard ones that proved
unfounded or no longer valid and taken on new ones that
enable successful achievement of our desired outcomes – all
in the interest of others learning, sharing and growing.

This paper focuses on three interrelated groups of
assumptions that have been validated in reality and are at the
foundation of many current workplace ideas and practices
about learning.

The first group are from Malcolm S. Knowles.

Chris Lee (1998)11, in an article about Malcolm S.
Knowles 1913 -1997 considered by many as the father of
adult education, draws attention to Malcolm’s five basic
assumptions about adults as learners:

1.Self-concept. Adults have a deep psychological need to
be self-directing. They resent and resist situations that do
not allow for self-direction - for example courses in which
the trainer and the design push trainees into the dependent
role of children.

2.Experience. Adults have accumulated a reservoir of
experience that serves as a resource for learning, as well as
a broad base to which to relate and build on new learning.

3.Readiness to learn. Adults become ready to learn things
that they need to know or to be able to do in order to fulfill
their role in society - that of worker, spouse, parent, etc. In
other words, they need to know ‘why’ they need to learn
and how the learning will help them.

4.Problem centred focus in learning. Adults seek the skills
or knowledge they need to apply to real-life problems they
face.

5.Motivation. Adults are more motivated to learn by
internal factors, such as increased self-esteem, than they
are by external rewards like pay rises and promotions.

The second group is from Gerald Pine & Peter Horne
(1969)13 who describe thirteen assumptions that are either
principles or conditions for learning in Adult Education.
They include these principles:

Learning is an experience which occurs inside the learner
and is activated by the learner.

People learn what they want to learn, see what they want
to see, and hear what they want to hear. Learning cannot be
imposed.
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• Learning is a cooperative and collaborative process.
• One of the richest resources for learning is the learner.
• The process of learning is emotional as well as intellectual.
• The processes of problem solving and learning are highly

unique and individual.

Conditions for Learning includes an atmosphere:-

• Which encourages people to be active and take part.
• Which emphasises the uniquely personal and subjective

nature of learning.
• In which people can make mistakes.
• In which people are encouraged to trust in themselves as

well as in external sources.
• Where people feel they are respected and are accepted.

The third group comes from my own practice in leading
learning-sharing-growing meetings and are founded in the
assumptions in the first two groups.

11. The brain that does the working does the learning –
involve people.

12. People choose to learn – help them choose. Build their
confidence.

13. Adults learn from what they know already, connect and
build from what they know.

14. Start by treating the person as an equal with knowledge
and skills already but needing to know and willing to
learn new information.

15. Assume that every person present will give of his or her
best.

16. Learning also occurs from around the periphery of the
context not only from the leader.

17. People will remember what they have said and done
more than they will remember what you have said even
when what you say is brilliant! Get them naming what
they are learning and saying it to others.

18. People learn from THEIR questions - so create
situations for people to ask, clarify and answer their
questions. Until a person’s questions are answered they
cannot take the next step in learning very easily.

19. Don’t move people from a listening mode into expecting
them to ask questions immediately – make a gap –
prepare them and pause.

10. Summarise what they are learning frequently in different
ways during the session. Appeal to whole person’s ability
to learn - hearing, sight, smell, feelings, touch.

11. An overview is essential – how does/where does this new
information fit into the big picture? Begin with the End
– make it the reference point throughout.

12. People must have and know a first step towards change
before they can.

13. Praise and encourage all the way through the learning
process – what may seem a small step to you could be a
big step for them.

14. Adults learn best by ‘doing’ – trying out and putting into
practice as soon as possible. Encourage them.

15. Feedback that is constructive, consistent, specific,
relevant and affirming is best and will lead to the
behaviour wanted.

16. People have different learning styles – hearing, seeing,
doing etc – and will vary in how long it takes them to
learn and change behaviours. Normal is everyone!

17. Show and illustrate one step at a time – as much as the
learner can handle. Get them to do it and explain to you
why they are doing it. When they understand ‘why’ it
makes it easier for them. Praise and encourage them.

18. Repetition is the key to leaning and training – sometimes
new information needs to be heard at least six different
times before it becomes part of a person and can
influence their behaviour. Encourage them.

19. Assume that you will need to give instructions three
times.

20. Make sure you are sincere – your genuine concern and
care for the people you are working with your intent will
‘speak’ loudly.

21. Whatever is going on in your mind is what you are
attracting.

22. We are like magnets - like attract like. You become AND
attract what you think.

23. People think about what they don’t want and attract
more of the same.

24. You attract your dominant thoughts. Choose your
thoughts carefully.

25. The quality of your listening will evoke the words.

CONCLUSION

Clearly, there are many forces and influences at work when
people are learning-sharing-growing. Improving their
experience is not as simple as only making changes to your
assumptions. However, your assumptions about learning-
sharing-growing will impact dramatically on the way you
work with others, your expectations and the type learning
processes you will use.

Come to know and compare your current assumptions
with those that have a success focus. Choose to use them. Be
aware of and avoid any ass-umptions that leave “u-and-me”
feeling worse, put down and marginalised.

Try applying these criteria for testing your learning-
sharing-growing assumptions:

• How will it enhance their learning-sharing-growing?
• How will it enable the key people to be in charge of their

own learning-sharing-growing?
• How will it allow them to use their experience, reflect on

it and build new knowledge and skills?
• Will it enable them to resolve a real-life problem they face?
• How will it enhance their self-esteem and self-confidence?
• Will all participants be able to contribute their way?

Knowing, validating and managing our assumptions as
leaders, managers, coaches and trainers can improve the
quality and success of learning-sharing-growing for
individuals, groups and the organisation as a whole.

SOURCES AND REFERENCES

1. Allen R. (2008) Training Tips. NZADT Conference Auckland &
www.richallen.co.nz

2. Berger K S, (1987) The Developing Person Through The Life
Span. Worth Publishers New York.

3. Byrne R, (2006) The Secret. Simon & Schuster.

4. Cantor N, (1955) What is Learning? How to Teach Adults
Leadership Pamphlet #5 Adult Education Association of USA,
Chicago, Illinois, Pages 11-19.

5. Covey S M, (2006), Speed of Trust, Simon & Schuster.

6. Encarta World English Dictionary. Microsoft Word Thesaurus

7. Knowles S M, (1970), The Modern Practice of Adult Education:
Andragogy Verses Pedagogy, Jossey-Bass.

8. Knowles S M, (1984) Andragogy in Action: Applying Modern
Principles of Adult Learning, Jossey-Bass.

9. Knowles S M, (1996), The Adult learner: A neglected Species. 4th
edition, Gulf Publishing.

10. Goleman D, (1998), What Makes a Leader? Harvard Business
Review, November 1998.

11. Lee C, (1998), The Adult Learner – Neglected no more. Including
an article on Malcolm S Knowles, Training 35, (3), (March 1998),
pp47.

12. Messina J J & C M, (2007), Tools for Improving Your Critical
Thinking – Assumptions. Retrieved 27th August 2008, from
www.coping.org/write/percept/assumps.htm

13. Pine G J & Horne P J, (1969), Principles and Conditions for
Learning in Adult Education. Adult Leadership, October 1969.

14. Xavier S, (2005), Are you on Top of your Game? Checklist for
Effective Leaders. The Journal of Business Strategy, 26, (3).

More information request Hercock
to progbus@pbinstitute.net



December 2008 Vol 2 No. 16

BPIR.com –
Business Performance Improvement
Resource

Telephone: 07 3849 6460
Mobile: 0419 77 2926
Email: info@aoq.org.au
Website: http://www.bpir.com/AOQ Inc

• Benchmarking
• Best Practice
• Performance Management
• Business Excellence
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The course has been tailor-made to train non-technical or semi-
technical energy managers in the high profile field of Energy

Conservation Auditing. Upon completion of this course
participants will have a basic knowledge of energy conservation

auditing techniques and the skills necessary to conduct an
energy conservation audit using an effective framework.

Once you have learnt and can undertake an energy
conservation audit you can, with additional training, progress to
carrying out a carbon audit and develop the carbon footprint for

your organisation.
Available in all States

More information at www.aoq.org.au/training.htm
or call 07 3816 2255

ENERGY CONSERVATIO
N

AU
D

IT

Three Levels of Energy Conservation Audit Training
OFFERED IN PARTNERSHIP WITH WATT UTILITIES
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Auditor
Training Centre

Do you think you could get more
for your auditing $$$’s ?

Is your audit program delivering
all it should?

Do you and your workforce understand the
benefits of management, quality, safety or

environmental system?
Let us help…. The Auditor Training Centre have fully accredited auditor
courses which teach how to get the most from your systems and audit
activities, ultimately providing you with the skills required to profit from the
audit process.

Courses include:
• Understanding ISO 9001 Quality Management Systems –

1 day workshop
• Understanding ISO 14001 Environmental Management Systems –

1 day workshop
• Becoming a Skilled Auditor (internal and external) –

2 day workshop
• Quality Management Systems Auditing –

2 day workshop
• Environmental Management Systems Auditing

2 day workshop

The Auditor Training Centre also provides tailored in-house training.

For more information visit the website www.auditortrainingcentre.com send an
email to admin@auditortrainingcentre.com or call Carrie on 0416 123 451.
We are a certified RABQSA training organisation which guarantees a high standard of course

content and delivery.

AO
Q-

QL
D
TM

pa
rtn

er



December 2008 Vol 2 No. 19



December 2008 Vol 2 No. 110



December 2008 Vol 2 No. 111

Are you paying
too much for

electricity?
Watt Utilities can help. With over
50 years combined experience in
the electricity industry we know
what to look for.

Is your business on the correct tariff?
Are you on the correct network

charges if under contract?
Would you like to know if your building

or development can sell bulk electricity and
the peace of mind that you are not breaching

the Electricity Act?
Take the guess work out of your decision and
contact us.
• New market contracts

• Tariff Review (are you paying too much?)
• Contestability Analysis

(are you eligible for a market contract?)
• Strata Contestability Analysis

(is your site eligible to On-Supply
Electricity?)

• Electricity Billing Services
• Future Costing and Load Profiling

for Developers
• Contract Renewals
• Energy Conservation Audit Courses

in conjunction with AOQ-QLDTM

• Communications Audits

1300 734 088
info@wattutilities.com.au

ENERGY CONSERVATIO
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