A Discussion of Trainer’s EDGE, Effective Teaching, and Manager of Learning
The Boy Scouts of America, through its Wood Badge training program of the past 37+ years, has advocated two different training philosophies under three different names.  This is a discussion of all of them, based on extensive Wood Badge experience starting before then and continuing through the current day, most recently at the Philmont Leadership Challenge, a follow-up course for 21st Century Wood Badge.  Trainer’s EDGE, the most recent model, is the simplest of them.  Effective Teaching, and its predecessor, Manager of Learning, are more complex and more difficult to implement.
First, some background so you can evaluate my qualifications and prejudices.  I am a 60-year veteran Scouter who first attended Wood Badge-318 in 1968, a Boy Scout Trainer course that pre-dates Leadership Development Wood Badge.  At the time, I was teaching in the Air Force navigator-bombardier school after having earlier been an instructor in two operational units.  As a professional Air Force officer and later a civil servant, I studied how and later designed several flying training courses based on the Instructional Systems Development (ISD) model.  As a Scouter, I attended the first “regular” Leadership Development Wood Badge course, WB-402, and then taught the course 15 times, three as course director.  I later served on two 21st Century courses as staff, and recently completed the Philmont Leadership Challenge as a student.

Obviously, training philosophies have changed over this period of time.  I will try to avoid going deeply into the various educational taxonomies that have been developed.  However, I will state that I believe you should express educational and training objectives behaviorally, i.e. you know someone has learned something when you can see a change expressed in behavior.  

Wood Badge 318 did not treat training as a philosophy, or the parts as a whole.  During the day we reviewed every requirement for Tenderfoot, Second Class and First Class Scout, with the idea that we should be able to teach them when we left the course, but the emphasis was on learning and doing the tasks, not on teaching them.  During the evening, we did teach the academic sessions of the then six-session Boy Scout Leader Training.  During the preparation for those sessions, we were coached on how to use flip charts, chalk boards, do demonstration-performance, and generally introduced to the techniques of pedagogy.  There was no talk at all of leadership skills as such, nor of a philosophy of training presentations.

Leadership Development Wood Badge grew out of a Junior Leader Training in the Monterey, California area called White Stag.  This program still exists, and extensive information is available at www.whitestag.org.  The premise of Leadership Development Wood Badge was that leadership is a skill that can be taught, and 11 leadership skills were identified that have stood the test of time.  One of the leadership skills is called Manager of Learning (MOL).  Later, the BSA changed the title of this lesson to Effective Teaching without significantly changing the content.  We will address that change later.
Manager of Learning presents a five-step process for learning activities.  The philosophy of MOL is that the person managing the learning is not the focus of the process, the student(s) is the focus.  The student is the person learning, so we are trying to help him/her learn.  If the focus is on teaching, the student is lost.

The first step in MOL is to determine your objectives.  Do you want a boy to be able to start a wood fire?  Express that objective carefully, including many of the sub-objectives that are components of the skill.  “Johnny Scout will start a wood fire on a dry day using no more than two wooden matches.”  To successfully do that, there are some sub-objectives, such as “Johnny will select and prepare appropriate tinder, kindling, and fuel wood.”  “Johnny will handle a knife and axe safely.”  “Johnny will lay an effective tinder pile and kindling teepee, and convert it to the desired type of fire for its purpose.”  These are all behavioral objectives, because most Scout requirements are behavioral requirements.  If a boy is asked to “know” something (a cognitive objective), most of us will then informally convert it to a behavioral objective by asking him to “tell” us what he knows.

If you don’t know what needs to be taught, you can’t teach it.  You have to develop the objectives.  In the military service the next step is to devise the test that proves the student knows the material!  MOL does not go this far.  Luckily for most Scouters, many of our objectives are expressed by the Boy Scout requirements, the test.  In the wider world, often your initial objectives will have to be modified as you interact with the learners and the environment.
MOL’s second step is the Guided Discovery.  In some other teaching paradigms this is called the motivation step.  BUT, guided discovery is different than most other teaching philosophies, and is particularly appropriate for Scouting.  In the guided discovery, you set up a situation where the student(s) are posed a problem which involves the skill you want to teach.  In many cases, the problem may be relatively simple, but leads to a complex skill.  There are two key points.  First, the guided discovery should open the eyes of the students and motivate them to learn the skill(s) involved.  Second, the performance of the student(s) should be evaluated by the MOL (instructor) to see how much the students do know, so that only the skills that need to be learned have to be taught.  

Sometimes, especially in Scouting, there is an “unguided discovery.” A boy is asked to light the fire and we discover he can’t do it.  Or it is raining, and the boys don’t know where to look for dry wood.  Or the tents blew down in the storm because we didn’t stake them.  A good MOL goes back to the first step, figures out what the proper objectives are, builds on the unguided discovery as motivation, and moves to the next step.

Let’s say that Johnny could not start the fire.  You have an unguided discovery.  You observe that he gathered dry pine and dry oak, that he used his knife and axe safely, but that he just jumbled it together and tried to light it by putting matches on top of the pile.  He does not need a lesson in tool safety.  He may need a reminder of which wood to use for kindling and which for fuel, but he has the right materials.  He has discovered he can’t do the task, so he should be ready to learn.  He only needs to know how to prepare the tinder, place it so the match can go under, put the kindling over the tinder so it will catch, and feed it if needed.  Perhaps he knows how to place the fuel wood, you might ask him to explain what he will do, and if his explanation is good, let him do it.

The third step of MOL is Teaching-Learning.  Nobody said the Manager of Learning had to be the teacher.  A “subject matter expert” could be the teacher.  If the MOL is the Scoutmaster, what if he called over an experienced patrol leader and asked the PL to teach that which needed to be learned?  Perfectly OK!  Now, more traditionally, we expect the MOL to be the teacher, but be alert in Scouting that it is advantageous that other youth or a “consultant” should do the teaching.  You may want to use youth to teach because it reinforces their skill and leadership abilities.  You may want to use a consultant because his skills or credibility are much better than yours.
The focus should remain on the student, i.e. the “learner.”  You can teach all you want, but what matters is what is learned by the students.  Now, all the techniques that anyone ever talked about in teacher training school may be used in this third step of Teaching-Learning.  With boys, you might start with a demonstration.  You could talk about it, or lecture (horrors!).  You could show a video or a movie.  Tell jokes.  Use PowerPoint to excess.  Ask questions.  You may use any teaching technique that has worked for you or someone else.  BUT, watch what is going on in the eyes of your students.  If they are rolling back into their heads, and audible snores are coming out, there is something seriously wrong.  You need to make sure your students are engaged and active in the learning process.  Remember, people have different learning styles, so if what you are using isn’t working, change.  Go from aural to visual to motor learning.  Change your metaphors.
OK, when you taught them, they appeared to have learned.  So we are up to Step 4, Application Phase.  Practice, in other words.  Most Scouting skills are psycho-motor, boys have to think and do at the same time.  Back to building that fire.  Gather some belly-button lint, make a fuzz-stick or two, get the kindling in small, medium and large, then assemble it with a hole to stick in the match, the lint, the fuzz-sticks, the small kindling in a slanted teepee shape, etc., etc.  How about a couple practice rounds, then a string-burning contest?  Boys (and girls and adults) need to do a skill several times to get it down.  I know of very few people that can tie a bowline correctly a week after they first learn it, they have to tie it for several weeks running in order to remember it if they do not use it for a while.
Finally, the last step, Evaluation.  This one isn’t simple either, because it means evaluation by two different people.  The first evaluation should be by the student.  Is the student satisfied that he has learned the skill?  In an adult learner, this evaluation is significant and should carry weight, because the experience and maturity of an adult usually means that s/he has a good understanding of how well the learning has settled in.  A youth’s judgment is sometimes clouded by either lack of experience or a desire to “get it over with” or “earn the badge.”  BUT, asking is important because this is one way that learning takes place.  Remember, sometimes people will lack confidence in themselves, and will need encouragement to recognize what they have learned.

The second person, of course, is the instructor, subject matter expert, consultant, or evaluator.  In the Air Force, special people are set aside to perform initial and annual flight evaluations on every aircrew member.  In Scouting, we ask patrol leaders to pass Tenderfoot, Second Class and First Class requirements, or specially selected other boys who have competence in certain skills.  We appoint Merit Badge Counselors to do the merit badges.  The second evaluator normally just has to ratify what the student thinks, and agree that the skill has been learned, and the objective (often expressed by a test) has been met.  Sometimes, that is a tougher call.  The student may be convinced he has passed the test, and the evaluator knows he has not.  Then the evaluator must show the student where the objectives have not been met, motivate them to practice some more, and complete the task.  In other words, recycle.

In summary, Manager of Learning is a five step process:


1.  Determine your objectives.  It is better to express them behaviorally if you can.


2.  Use a guided discovery to motivate your students.  When appropriate, make use of unexpected happenings and build on them for motivation.  Determine what your students already know, only teach the things they need to learn.


3.  Use the normal techniques of teaching, but keep the focus on what the student is learning.  Try to avoid lecturing, much better is demonstration or the use of visual aids.


4.  The students have to DO to learn.  Hands-on is best.


5.  The student and the evaluator should both agree the objectives have been met.  If not, recycle.

What is different about Effective Teaching?  Very little.  The name was changed about 1990 because some people seemed to have difficulty with the idea of a “manager of learning.”  Until recently there was a supplemental training pamphlet entitled Effective Teaching that was designed (along with a number of similar pamphlets on selected topics) to be used by trainers to add to a leader’s store of skills.  Note that both MOL and ET focus on the student, individually or in a group, as s/he is motivated, instructed, practices, and determines if competence has been reached.
The concern of those that invented “manager of learning” is that they believe the emphasis shifted from the learner to the teacher with the change in terminology.  They want to continue to focus on the learner.  In fact, the steps and the explanation of those steps did not change.  

Now, a new concept has been introduced to replace MOL/ET.  This is Teaching EDGE.  Leading EDGE and Teaching EDGE are trademarked titles for an approach to leadership and teaching identified by Ken Blanchard.  Both of these start with the idea by Bruce Tuckman that all teams go through four stages of team development.  These stages are called Forming, Storming, Norming, and Performing.

Forming - A new group (or perhaps a new problem) will cause a group to be headed in many different directions.  The goal may be undefined or poorly defined.


Storming - Two or more groups form with different ideas on how to accomplish the goal, and there is conflict between the groups.


Norming - The various groups and individuals begin to come around to work in the same direction toward the goal, which is now well accepted.


Performing - The group works together smoothly and effectively toward the goal.

EDGE, for both leading and teaching, means:


Explain


Demonstrate


Guide


Enable

In leadership of a group, the appropriate leadership style relates to the group’s stage of team development:


Forming - Explain


Storming - Demonstrate                                                                                                                                                                                                                                                                        

Norming - Guide


Performing - Enable

In teaching individuals, the stages of skill development are somewhat different.  Associated with them are the same EDGE teaching styles.


Forming - low skill, high enthusiasm - Explain


Storming - low skill, low enthusiasm - Demonstrate

Norming - skill level and enthusiasm rising - Guide


Performing - skill mastered, high enthusiasm, can teach - Enable
The 100th Anniversary Edition of the Scout Handbook (12th edition) has changed the requirements for the Tenderfoot rank to include “Use the EDGE method to teach another person the square knot.”  As a Star Scout, the boy must “…use the EDGE method to teach a younger Scout the skills from ONE of the following...”  EDGE has been incorporated in the advancement program.  

Teaching EDGE is now also the model taught in National Youth Leader Training (council level) and National Advanced Youth Leader Experience (NAYLE).  Finally, EDGE has replaced Train the Trainer and Trainer Development Conference as the course to prepare Scouters to be instructors in local training courses, NYLT and Wood Badge.

Please note that this model makes no provision for identifying learning objectives.  Thus I need to assume that the only skills being taught are those that are defined by requirements for rank advancement.  Note that this model also has no motivation step.  It appears that all learners will start with high enthusiasm (the Forming stage).  The Explain and Demonstrate stages appear to be two of the teaching strategies included in the Teaching-Learning phase of MOL.  Here, there is a distinct change in emphasis from the focus on the learner to the focus on the teacher as the one who explains and demonstrates.  No other teaching strategies appear to be considered here either.

The Guide stage of EDGE appears to somewhat parallel the Application phase of MOL.  Both seem to accept the necessity of some guidance in at least the initial stages of practice of the skill.  Finally, the Enable stage of EDGE has at least a portion of the Evaluation phase of MOL, in that it implies mastery, indeed even the ability to teach.  This has been determined by someone, unspecified, but I suspect the instructor.  The difference is that MOL’s Evaluation involves the learner, and implies neither mastery nor instructional ability.

The EDGE has an advantage in that the model is much simpler for a Scout rank or Star rank boy to implement since the tasks taught are relatively simple and are specific requirement from the Scout Handbook.  10-13-year- old boys are still developing through some of the lower phases of Piaget’s progression of cognitive stages leading to maturity.  
The MOL/Effective Teaching model was always aimed at adults and older youth.  As youth mature into the middle years of high school, they are able to grasp the principles and application of MOL.  In recent years, I have had conversations with my son, who took Troop Leader Development in 1976.  He later taught at the college level, and because he never had a course in “how to teach,” he reached back to his exposure to MOL to develop his teaching style.  It seems to have a broader application in more complex situations.

I have found MOL to be useful in adult training outside the BSA, and it was taught as a foundation for instructor training in some flying training programs of the Air Force.
