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RESULTS FROM TABLE DISCUSSION 
 

Session 1  

Industry challenges in Professional Learning:  
Time-to-proficiency, Competency and Human Capital Management. How to promote 

Learning Culture, Knowledge Sharing and Innovation? 
 

v Challenges: a) diversity of processes, sources of learning, learning cultures, 
integration of individual background in learning systems. Answer: flexibility to 
adapt to current needs  

v Mix of skills (existing employees with new employees) is a critical aspect  

v Validation of new knowledge is a critical issue  

v Learning is a spiral process  

v Lately there is a drift towards training performance management systems.  
Training is goal oriented and companies are tending to use target setting 
strategies.  HR systems have to be the driver towards what the training 
systems should provide.  

v Quality of people is key, before training  

v E-learning should be aligned with the goals and strategy of the organisation  

v Focus both on personal as well as corporate objectives  

v For each Goal, a detailed analysis should be conducted and select the best 
suited tools for each segment of the goal  

v A de-briefing exercise after each project (an external party can map success 
factors) is highly recommended  

v How can we evaluate the ROI of learning?  

v Knowledge: a) Basic (education), b) Operational – ability to create and use 
new business models (tacit, experience). Operational knowledge is more 
difficult to acquire and share.  

v Knowledge worker: transforms knowledge into new knowle dge (recombines 
and creates)  

v Knowledge is by far the most important productivity factor (loss of capital can 
be recovered within hours, but a loss of skills and experience may take years)  

v To maintain capital we seek ROI, to attract knowledge workers we should 
promise learning and development  

v Take into account individual, national and organisational cultures  
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v Big companies today: Learning market is driven by corporate perceived needs 
and not by learner’s demand 

v Important types of e-learning: a) Fast, on-demand learning, b) Just -in-time 
learning, c) Learning for performance, d) Context -sensitive learning  

v Learning speed conditions organizational change 

v Integration of formal and informal learning  

v Self managed learning should be supported by the organisation  

v Learning should be personalised (Me-learning)  

v Provide autonomy for people to innovate  

v Autonomy vs Collaboration is a tricky balance. Self responsibility vs Company 
objectives and company productivity is a tricky balance. 

v Productivity quality performance indicators are still missing 

v Learning requires both Intrinsic - (individual, difficult) and Extrinsic motivation 
(company/government/society, shallow). The balance between intrinsic and 
extrinsic motivation is a difficult matter.  

v Autonomy of learner calls for intrinsic motivation  

v Motivation framework needs to be clarified (pay, promotion, status) 

v Lack of autonomous learning culture in organizations 

v How autonomous can an employee be when the company pays for the 
training?  

v Learning while you work (MBA on real work situations, case studies) is a new 
paradigm  

v Two important educational paradigms have been identified: a) information 
retrieval is easier, b) informal learning becomes important  

v Enhance organisational memory (knowledge maintains within the 
organisation)  

v Support of linear thinking (an increasing number of dropouts from Physics 
University departments)  

v Less need to create new knowledge, but rather re -use   

v In real life, e-learning does not live up to the promise  

v Myth and reality about e-learning. Investigate its real capacity and potential.  

v SMEs (Some say Collaboration tools are not used in SMEs) due to different 
organizational structures than those found in big companies 

v Collaborative learning across SMEs (not within one SME)  

v For Europe, SMEs are very important for the deployment of e-learning  

v SMEs main features: a) wide scope of activities, b) short-term, firefighting 
mentality  
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v Informal learning, active learning communities and enhanced interaction are 
highly recommended for SMEs  

v Only very specialized courses and content are appropriate for SMEs  

v SMEs should cultivate a sharing and collaborative culture  

v Technology enables and facilitates linking of experts groups 

v Cultural differences of multi-national companies is a critical topic of further 
study  

v Too much attention is given to technology.  Concept to context sensitive 
learning  is important.  

v Academia and industry should be linked closer  

v Dialog between industry and academia should be enabled and promoted  

v Professional bodies (mainly in northern Europe) and labour unions (mainly in 
southern Europe) play a significant role in terms of content, learning needs 
and teaching methods  

v What is the role of a company and of the governme nt as educator?   

v Many current jobs will not exist in the next 10 years, but new ones will 
emerge  

v Communities are an excellent start for training  

v Pedagogy and psychology should be blend together with technology (currently 
not done)  

v Large amount of information is produced every day in the organization.  How 
this information is transformed or triggers learning? When this process 
happens and who is in control of it, the IT department, the Training 
department or the learner himself?  

v There is a tendency today for companies to prefer hiring new people instead 
of training their existing employees.  

 


