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Scenario	Based	Learning	(SBL)	is	widely	used	as	a	strategy	for	the	student	in	online	learning.	Not	only	does	it	provide	a	high	level	of	student	involvement,	as	the	scenarios	depict	real-life	situations	and	make	them	recognizable,	but	it	also	provides	a	safe	environment	to	practice	and	understand	the	consequences	of	their	actions.	In	this	blog,	I’ll	show
you	how	you	can	use	Scenario	Based	Learning	through	5	examples	for	both	formal	and	informal	learning.	What	is	scenario-based	learning	(SBL)?	Scenario-based	learning	(SBL)	in	eLearning	uses	real-life	situations	to	validate	the	understanding	of	learning	and,	most	importantly,	its	possible	application.	It	offers	a	highly	interactive	and	engaging
approach	that	can	be	effectively	used	by	organizations	to:	Check-points	of	students'	knowledge	Check	whether	students	will	be	able	to	apply	learning	in	the	workplace	From	the	learner’s	point	of	view,	it	provides:	Relative	problem	solving	environment	(as	it	represents	real-life	situations)	Safe	Practice	Mode	Understanding	the	impact/consequences	of
their	decisions	and	choices	Why	is	the	Based	Learning	Scenario	(SBL)	a	popular	choice	for	Instruction	designers?	You	can	use	different	design	approaches	for	crafty	Scenario	Based	Learning.	These	could	range	from	simple	images	and	animations	to	interactive	videos	and	videos	and	build	real-life	situations.	It	can	be	used	to	test	comprehension	and
application	in	most	business	training	needs.	You	can	create	two-level	scenarios:	Mini	or	Basic	Scenario-based	learning:	Ã​	This	is	used	to	validate	the	student’s	basic	memory	and	understanding	(good	for	solving	basic	problems)	Learning	based	on	complex	or	branched	scenarios:	â​​	Used	to	validate	the	student’s	competence	in	apply	learning.	It	is	a
flexible	teaching	approach	and	can	be	used:	Within	a	traditional	eLearning	course	at	appropriate	times	(such	as	“Pause	and	Reflect”	or	in	a	Check	Your	Understanding	Assessment).	Alternatively,	you	can	guide	the	entire	course	through	a	narrative/main	scenario/story	with	a	cast	of	characters	and	have	a	combination	of	scenarios	within	the	learning
path.	Gamification	and	Microlearning	elements	can	also	be	weaved	with	Scenario	Based	Learning.	What	are	the	main	benefits	of	the	Based	Learning	Scenario	(SBL)?	You	can	use	scenario-based	learning	to	create	formal	and	informal	learning	solutions.	The	main	benefits	you’ll	see	are:	Sticky	learning	experiences	Facilitate	student	problem	solving
Provide	guided	exploration	to	students	Safe	practice	area	and	gain	skills	and	mastery	Allow	students	to	make	mistakes	and,	Feedback,	strengthen	the	right	approach	to	strengthen	primary	messaging	How	to	use	the	Based	Learning	scenario	(SBL)?	Prã,	and	the	designs,	we	have	successfully	used	this	approach	for	business	training	needs,	including:
Compliance	Soft	skills	Professional	skills	Application	simulations	Examples	of	formal	learning	Example	1:	Compliance	This	course	uses	a	standard	approach	based	on	scenarios	with	relevant	images	such	as	superimposed	with	text	and	characters.	In	addition,	it	has	intuitive	layouts	to	make	learning	simple,	effective	and	scalable	for	quick	development.
EXAMPLE	2:	Soft	Skills	An	interactive	exercise	that	demonstrates	a	conflict	scenario	in	the	workplace	where	students	could	relate	it	to	the	situation	and	make	decisions.	This	engaging	interaction	for	mobile	phones	has	been	designed	to	ensure	sticky	learning.	Students	have	the	opportunity	to	cross	and	interact	with	a	range	of	scenarios	in	this	multi-
device	course	to	identify	and	mitigate	conflict	situations	in	the	workplace.	Example	3:	Professional	Skills	This	module	introduces	students	to	the	different	types	of	audio	strategies	available	for	use.	More	importantly,	the	goal	is	to	help	students	identify	the	most	relevant	and	appropriate	audio	strategy	in	a	course.	A	plot	that	uses	branched	scenarios	is
able	to	engage	students	and	provide	a	realistic	context	for	them	so	they	can	use	their	learning	effectively	in	a	real	environment.	EXAMPLES	FOR	THE	INFORMATIVE	LEARNING	EXAMPLE	1:	Compliance	This	Nugget	features	a	video	that	uses	high	impact,	contextual	imagery	and	recomposes	the	basics	of	an	HSE	compliance	course.	It	reinforces	the
need	for	constant	risk	assessment	of	risks	in	the	workplace.	Specifically,	it	uses	a	scenario	to	help	students	identify	a	potential	risk	and	requires	the	right	action	through	feedback.	EXAMPLE	2:	Soft	Skills	This	MicroLearning	nugget	presents	a	branching	scenario	with	a	visual	indication	of	how	students	position	themselves	with	the	choices	they	make.
Students	are	presented	with	a	real	life	scenario	(need	for	a	project).	Basic	learning	of	the	primary	learning	course,	they	need	to	apply	their	knowledge	and	determine	the	right	audio	strategy	for	this	project.	Summary	I	hope	this	blog	will	see	the	learning	experiences	you	can	create	with	scenario-based	learning.	You	can	weave	trendy	techniques	like
Gamification,	interactive	videos	into	your	scenarios	to	further	enhance	its	impact.	If	you	have	any	questions,	please	contact	me	at	Apandey@eidesign.net.	Please	log	in	and	complete	your	profile	to	continue.	This	article	cites	its	sources	but	does	not	provide	page	references.	You	can	help	improve	it	by	introducing	more	precise	quotations.	(December
20)	(Learn	how	and	when	to	remove	this	message	Message)	In	Business	Management,	a	learning	organization	is	a	society	that	facilitates	the	learning	of	its	members	and	is	continuously	changing.	[1]	The	concept	was	coined	through	the	work	and	research	of	Peter	Senge	and	his	colleagues.	[2]	Learning	organisations	can	develop	as	a	result	of
pressures	on	modern	organisations;	This	allows	them	Stay	competitive	in	the	corporate	environment.	[3]	Features	There	are	many	definitions	of	a	learning	organization	and	types	of	types	of	learning	organizations.	Peter	Sage	stated	in	an	interview	that	a	learning	organization	is	a	group	of	people	who	work	together	collectively	to	improve	their	abilities
to	create	create	He	cares	a	lot.	[4]	Senge	popularized	the	concept	of	learning	organization	through	his	book	The	Fifth	Discipline.	In	the	book,	he	proposed	the	following	five	characteristics:[5][6]	The	idea	of	learning	organization	developed	from	a	body	of	work	called	systems	thinking.	[7]	This	is	a	conceptual	framework	that	allows	people	to	study
enterprises	as	related	objects.	[6]	Learning	organisations	use	this	method	of	thinking	when	they	evaluate	their	company	and	have	information	systems	that	measure	the	performance	of	the	organisation	as	a	whole	and	its	various	components.	[7]	Systems	thought	states	that	all	the	characteristics	of	a	learning	organization	must	be	immediately
apparent	in	an	organization	for	it	to	be	a	learning	organization.	[6]	If	some	of	these	features	are	missing,	the	organization	will	fall	short	of	its	goal.	However,	O’Keeffe[3]	believes	that	the	characteristics	of	a	learning	organization	are	factors	that	are	gradually	acquired,	rather	than	developed	simultaneously.	Personal	mastering	An	individual’s
commitment	to	the	learning	process	is	known	as	personal	mastery.	[6]	There	is	a	competitive	advantage	for	an	organization	whose	workforce	can	learn	faster	than	the	workforce	of	other	organizations.	[8]	Learning	is	considered	more	than	acquiring	information;	it	is	expanding	the	ability	to	be	more	productive	by	learning	how	to	apply	our	skills	to
work	in	the	most	valuable	way.	Personal	mastery	also	appears	in	a	spiritual	way,	such	as	clarification	of	focus,	personal	vision,	and	the	ability	to	see	and	interpret	reality	objectively.	[9]	Individual	learning	is	acquired	through	staff	training,	development	and	continuous	self-improvement;[10]	however,	learning	cannot	be	forced	on	an	individual	who	is
not	receptive	to	learning.	[6]	Research	shows	that	most	workplace	learning	is	incidental,	rather	than	the	product	of	formal	training,[3]	so	it	is	important	to	develop	a	culture	in	which	personal	mastery	is	practiced	in	daily	life.	[6]	A	learning	organisation	has	been	described	as	the	sum	of	individual	learning,	but	there	must	be	mechanisms	for	individual
learning	to	be	transferred	to	organisational	learning.	[8]	Personal	mastery	makes	possible	many	positive	outcomes	such	as	individual	performance,	self-efficacy,	self-motivation,	sense	of	responsibility,	commitment,	patience	and	attention	to	relevant	issues,	as	well	as	work-life	balance	and	well-being.	[11][9]	Mental	Models	Assumptions	and
generalizations	held	by	individuals	and	organizations	are	called	mental	models.	[6]	Personal	mental	models	describe	what	the	may	or	may	not	detect.	[12]	Because	of	selective	observation,	mental	models	may	limit	people’s	observations.	To	become	a	learning	organisation,	these	models	need	to	be	identified	and	challenged.	Individuals	tend	to	espouse
theories,	which	are	what	they	intend	to	follow,	and	theories-in-use,	which	are	what	they	actually	do.	[6][7]	Similarly,	organizations	tend	to	have	which	preserve	certain	behaviors,	standards	and	values.	[13]	In	the	creation	of	a	learning	environment	it	is	important	to	replace	conflicting	attitudes	with	an	open	culture	[10]	which	promotes	the
investigation	and	confidence	[3].	To	achieve	this	goal,	the	learning	organization	needs	mechanisms	to	locate	and	evaluate	the	organizational	theories	of	the	action.	[7]	The	unwanted	values	​​must	be	discarded	in	a	process	called	"unearearning".	[13]	Wang	and	Ahmed	[8]	Refer	to	this	as	"Triple	Loop	Learning".	For	organizations,	problems	arise	when
mental	models	evolve	under	the	level	of	awareness.	Therefore	it	is	important	to	examine	business	problems	and	actively	interrogate	current	commercial	practices	and	new	skills	before	being	integrated	into	new	practices.	[14]	Shared	vision	The	development	of	a	shared	vision	is	important	in	motivating	the	staff	to	learn,	as	it	creates	a	common	identity
that	provides	attention	and	energy	for	learning.	[6]	The	most	successful	visions	are	based	on	the	individual	visions	of	employees	at	all	levels	of	the	organization,	[10]	so	the	creation	of	a	shared	vision	can	be	hampered	by	traditional	structures	in	which	the	vision	of	the	company	is	imposed	by	'tall.	[3]	Therefore,	learning	organizations	tend	to	have	flat
and	decentralized	organizational	structures.	[7]	Shared	vision	is	often	to	succeed	towards	a	competitor;	[8]	However,	he	says	that	these	are	transient	objectives	and	suggest	that	there	should	also	be	intrinsic	long-term	goals	within	the	company.	[6]	On	the	other	hand,	the	lack	of	clearly	defined	goals	can	negatively	affect	the	organization,	as	it	cannot
reach	its	members	trusting.	[15]	The	application	of	the	practices	of	a	shared	vision	creates	a	suitable	environment	for	the	development	of	trust	through	communication	and	collaboration	within	the	organization.	As	a	result,	the	shared	vision	built	encourages	members	to	share	their	experiences	and	opinions,	so	improving	the	effects	of	organizational
learning.	[Necessary	quote]	Team	Learning	The	accumulation	of	individual	learning	constitutes	the	learning	of	the	team.	[3]	The	benefit	of	the	shared	team	or	learning	is	that	the	staff	learn	more	quickly	[3]	and	the	organization's	problem	solving	capacity	has	improved	through	better	access	to	knowledge	and	skills.	[10]	Learning	organizations	have
structures	that	facilitate	team	learning	with	features	such	as	crossings	of	borders	and	opening.	[7]	In	team	meetings,	members	can	better	learn	from	each	other	by	focusing	on	listening,	avoiding	interruption,	being	interested	and	responding.	[16]	In	a	learning	context,	people	should	not	or	neglect	their	disagreements,	so	make	their	collective
understanding	richer	[6]	Three	dimensions	of	the	Learning	team,	according	to	SENG,	are:	"The	ability	to	think	in	a	perplexed	way	for	complex	problems",	"the	ability	to	take	innovative	and	coordinated	actions"	and	"the	ability	to	create	a	network	that	will	allow	other	teams	to	act	as	well."	[17]	In	a	learning	organization,	teams	learn	how	to	think
together.	[6]	Team	learning	is	the	adaptation	processDevelop	team	capacity	to	create	results	that	its	members	really	want.	[6]	Team	learning	requires	individuals	to	engage	in	dialogue	and	discussion;	[3]	Thus	team	members	must	develop	open	communication,	shared	meaning	and	a	shared	understanding.	[3]	Typically	learning	organizations	have
excellent	knowledge	management	facilities,	allowing	the	creation,	acquisition,	dissemination	and	implementation	of	this	knowledge	in	the	organization.	[8]	Teams	use	tools	like	a	learning	cycle	of	action	and	dialogue.	[16]	Team	learning	is	just	an	element	of	the	learning	cycle.	For	the	cycle	to	be	completed,	it	must	include	all	five	features	that	are
mentioned	above.	Development	Organizations	do	not	develop	organically	in	learning	organizations;	There	are	factors	that	promote	their	change.	While	organizations	grow,	they	lose	their	ability	to	learn	as	company	structures	and	individual	thinking	becomes	rigid.	[1]	When	problems	arise,	the	proposed	solutions	often	are	only	short-term	(learning	at
the	individual	level	instead	of	two-turn	learning)	and	re-emerge	in	the	future.	[6]	To	remain	competitive,	many	organizations	have	renovated,	with	fewer	people	in	the	company.	[1]	This	means	that	those	who	remain	needed	to	work	more	effectively.	[3]	To	create	a	competitive	advantage,	companies	must	learn	more	quickly	than	their	competitors	and
develop	a	customer's	reactive	culture.	[3]	[18]	Chris	Argyris	has	identified	that	organizations	must	maintain	knowledge	of	new	products	and	processes,	understand	what	is	happening	in	the	external	environment	and	produce	creative	solutions	using	the	knowledge	and	skills	of	all	within	the	organization.	[7]	This	requires	cooperation	between
individuals	and	groups,	free	and	reliable	communication,	and	a	culture	of	trust.	[7]	For	every	learning	that	takes	place,	even	in	organizations,	knowledge	must	be	spread.	Diffusion	is	not	always	easy	to	perform,	as	it	depends	on	the	recipient's	will	to	accept	new	knowledge,	their	need	for	new	information	and	the	relationship	of	their	knowledge	existing
to	new	information.	The	most	useful	knowledge	is	rarely	something	that	forms	in	the	head	and	then	widespread	to	others.	Useful	knowledge	is	generally	made	up	of	different	pieces	of	information	that	are	then	combined.	For	information	collection,	organizations	need	a	sort	of	content	repositories	for	all	information.	These	deposits	are	usually	built
with	the	help	of	information	technology.	With	a	deposit	of	information	and	a	knowledge	infrastructure,	which	simplifies	the	creation	of	practical	knowledge,	an	organization	will	have	all	its	knowledge	available	for	In	the	organization,	which	will	further	help	learning	in	the	organization.	[19]	Advantages	One	of	the	main	advantages	that	a	learning
organization	offers	is	a	competitive	advantage.	This	competitive	advantage	can	be	founded	on	different	strategies,	which	can	be	acquired	by	organizational	learning.	A	way	way	a	competitive	advantage	is	strategic	flexibility.	The	continuous	influx	of	new	experiences	and	knowledge	maintains	the	dynamic	organization	and	prepared	for	change.	In	an
ever-changing	institutional	context,	this	can	be	a	key	factor	in	the	benefit[20].	Better	management	of	an	exploratory	investment	and	exploitative	actions	organization	can	be	an	advantage	of	a	learning	organization,	too.	Secondly,	a	competitive	advantage	of	a	company	can	be	achieved	with	lower	prices	and	better	product	quality.	Through
organizational	learning,	both	cost	leadership	and	differentiation	strategies	are	possible.	The	ability	to	reconfigure	actions	based	on	needs	and	the	environment	avoids	compromise	between	the	two.[20]	Overall,	the	performance	of	customers	of	learning	organizations	could	be	better,	which	is	the	direct	and	measurable	channel,	which	establishes	a
competitive	advantage[20].	Another	important	aspect	is	innovation.	Innovation	and	learning	are	closely	related.	While	people	are	encouraged	to	learn	and	develop,	they	usually	create	a	more	innovative	environment,	innovative	ideas	from	practice	communities	can	be	translated	into	a	greater	overall	organizational	learning[21].	Other	benefits	of	a
learning	organization	are:	Maintain	innovation	levels	and	remain	competitive[10]	Having	the	knowledge	to	better	connect	resources	to	the	needs	of	customers[1]	Improve	the	quality	of	results	at	all	levels[1]	Improve	the	corporate	image	becoming	more	people-oriented[1]	Increase	the	pace	of	change	within	the	organization[1]	Strengthen	the	sense	of
community	in	the	organization[1]	Improve	long-term	decision-making[6]	Improve	decision-making[6]	Knowledge	sharing[6]	Barrier	Most	of	them	derive	from	an	organization	that	does	not	fully	embrace	all	the	necessary	aspects.	Once	these	problems	are	identified,	you	can	start	working	to	improve	them.	Some	organizations	find	it	difficult	to	embrace
personal	mastery	because	as	a	concept	it	is	intangible	and	benefits	cannot	be	quantified;[6]	personal	mastery	can	also	be	seen	as	a	threat	to	organization.	This	threat	can	be	real,	as	Senge	points	out,	that	empowering	people	in	an	unified	organization	can	be	counterproductive.[6]	In	other	words,	if	individuals	do	not	engage	in	a	shared	vision,	personal
mastery	may	be	used	to	advance	their	personal	visions.	In	some	organisations,	the	lack	of	a	learning	culture	can	be	an	obstacle	to	learning.	We	need	to	create	ain	which	individuals	can	share	learning	without	this	being	devalued	and	ignored,	so	that	more	people	can	benefit	from	their	knowledge	and	individuals	acquire	power[3].	An	organization	that
learns	must	fully	accept	the	removal	of	traditional	hierarchical	structures.[3]	The	resistance	to	learning	can	occur	within	a	learning	organization	if	there	is	not	enough	participation	on	an	individual	level.	This	phenomenon	often	occurs	with	people	who	feel	threatened	by	change	or	who	believe	they	have	the	most	to	do.	Do	it.They	are	likely	to	have
closed	mental	sets,	and	are	not	willing	to	engage	with	mental	models.	[3]	Unless	it	is	implemented	consistently	throughout	the	organization,	learning	can	be	seen	as	a	licensee	and	limited	to	senior	levels.	In	this	case,	learning	will	not	be	considered	as	a	shared	vision.	[10]	If	training	and	development	are	mandatory,	it	can	be	considered	as	a	form	of
control	rather	than	as	a	personal	development.	[10]	The	learning	and	research	of	personal	mastery	must	be	an	individual	choice,	so	forced	recruitment	will	not	work.	[6]	In	addition,	organizational	dimensions	can	become	the	barrier	to	internal	sharing	of	knowledge.	When	the	number	of	employees	exceeds	150,	the	sharing	of	internal	knowledge
decreases	dramatically	due	to	increased	complexity	in	the	formal	organizational	structure,	interdependent	relationships	weaker,	less	trust,	less	connectivity	effectiveness	and	less	effective	communication.	As	such,	as	the	size	of	an	organizational	unit	increases,	the	effectiveness	of	internal	knowledge	flows	decreases	drastically	and	the	degree	of
sharing	of	intra-organizational	knowledge	decreases.	[22]	The	problems	with	Senge's	vision	include	a	failure	to	fully	appreciate	and	incorporate	the	imperatives	that	animate	modern	organizations;	the	relative	sophistication	of	the	thought	that	requires	the	executives	(and	if	many	in	practice	are	up	to	it);	and	the	questions	regarding	its	treatment	of
organizational	policy.	It	is	certainly	difficult	to	find	real	examples	of	learning	organizations	(Kerka	1995).	In	addition,	there	was	no	critical	analysis	of	the	theoretical	framework.	Based	on	their	study	on	the	reform	efforts	of	the	Swiss	Postal	Service,	Matthias	Finger	and	Silvia	B	Immobilienrgin	Brand	(1999)	provide	a	useful	list	of	more	important
shortcomings	of	the	concept	of	learning	organization.	They	conclude	that	it	is	not	possible	to	transform	a	bureaucratic	organization	by	learning	initiatives	alone.	They	believe	that,	referring	to	the	notion	of	the	learning	organization,	it	was	possible	to	make	change	less	threatening	and	more	acceptable	to	participants.	"However,	individual	and
collective	learning,	which	has	undoubtedly	happened,	has	not	really	been	connected	to	change	and	organizational	transformation".	Part	of	the	problem,	they	suggest,	must	do	with	the	concept	of	the	learning	organization	itself.	They	argue	that	the	concept	of	learning	organization:	It	focuses	mainly	on	the	cultural	dimension	and	does	not	adequately
take	into	account	the	other	dimensions	of	an	organization.	To	transform	an	organization,	it	is	necessary	to	attend	the	structures	and	organization	of	work,	as	well	as	culture	and	processes.	"Only	mentioning	training	activities	to	promote	learning...	favor	this	biascultural."	It	promotes	individual	and	collective	learning	processes	at	all	levels	of	the
organization,	but	does	not	connect	them	correctly	to	the	organisation's	strategic	goals.	Popular	organizational	learning	models	(as	Dixon	1994)	take	such	suchConnection.	It	is,	therefore,	imperative	“that	the	link	between	individual	and	collective	learning	and	the	strategic	objectives	of	the	organization	is	made.”	This	failure,	the	finger	and	brand
argue,	makes	a	case	for	some	form	of	measurement	of	organizational	learning	–	so	that	it	is	possible	to	assess	the	extent	to	which	such	learning	contributes	or	does	not	contribute	to	strategic	objectives.	Challenges	in	Transforming	a	Learning	Organization	The	book	The	Dance	of	Change	[23]	states	that	there	are	many	reasons	why	an	organization
might	have	difficulty	in	transforming	itself	into	a	learning	organization.	The	first	is	that	an	organization	does	not	have	enough	time.	[23]:	Å	66	–	Employees	and	management	may	have	other	problems	that	take	priority	to	try	to	change	the	culture	of	their	organization.	The	team	may	not	be	able	to	commit	time	if	an	institution	does	not	have	the
appropriate	help	or	training.	For	an	organization	may	be	able	to	change,	it	needs	to	know	the	steps	needed	to	solve	the	problems	it	faces.	As	a	solution,	a	mentor	or	coach	well	experienced	in	the	concept	of	learning	organization	might	be	needed.	In	addition,	the	change	may	not	be	relevant	to	the	needs	of	the	organization.	Time	should	be	spent	on	the
actual	problems	of	the	organization	and	its	daily	problems.	In	order	to	combat	this	challenge,	a	strategy	must	be	built.	The	organization	should	determine	what	its	problems	are	before	entering	the	transformation.	Training	should	remain	linked	to	business	results	so	that	it	is	easier	for	employees	to	link	training	to	day-to-day	problems.	A	common
challenge	with	many	organizations	is	the	lack	of	focus	on	personal	development	by	focusing	primarily	on	professional	development	which	is	more	likely	to	contribute	directly	to	the	performance	of	the	organization,	while	positive	results	of	personal	development	appear	longer	term	and	less	visible.	[11]	As	far	as	the	leader	is	concerned,	it	might	be
difficult	not	to	see	his	or	her	personal	vision	as	a	shared	vision	of	the	organization.	[Quote	required]	Problems	Organizational	learning	addresses	some	of	the	issues	that	learning	organizations	have	been	designed	to	address	within	institutions	is	fragmentation,	competition	and	responsiveness.	[24]	Fragmentation	is	described	as	breaking	a	problem
into	pieces.	For	example,	every	organization	has	an	accounting,	finance,	operations,	it	and	marketing	department.	Competition	occurs	when	employees	are	trying	to	do	better	or	“beat”	others	in	an	assignment	instead	of	collaborating.	Reactive	occurs	when	an	organization	changes	only	in	response	to	external	forces,	rather	than	proactively	initiating
change.	inappropriate	while	organizing	team	meetings	can	perform	negatively.	Meetings	should	be	prepared	in	time,	elaborate	agenda	and	enough	time	dedicated	to	focusing	on	subjects.	Since	the	best	results	in	the	team's	learning	module	through	discipline,	it	is	essential	to	have	an	order	of	the	day,	make	the	atmosphere	open	and	respect	others:
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