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Preface 

Education is not a new science. We can track the origin of pedagogy from the ancient Greeks. 
But adult education is quite new if we consider that the role of the education for adult s has 
been defined as important only in the early 20 th century (this does not concern 
the apprenticeship that was for a long time the main process to educating adult s).  
 
Several Learning theories have been proposed in the past decades. Both social and cognitive 
theories agree on the premise that knowledge is constructed through problem-solving (going 
further than repetition of new knowledge) and this action of problem -solving using acquired 
knowledge is synonymous with transfer of learning.   
 
The purpose of this paper is not to share a truth or the  Truth . The purpose is to share 
my views as a multi -cephalic actor of the People Learning and Development domain:   
 

¶ As an employee of medium - and large-sized organization s, I was the internal client of 
internal and external learning providers  for almost 18 years; 

¶ As a solution s provider  through  my company, ELearn2grow, where I play the role of 
trainer, instructional designer (including  eLearning creation) and so far, as an 
entrepreneur ; and 

¶ As an individual  who is continuously searching for  improving himself in this fast -
paced dynamic  environment , (performing  six years of night and weekend courses to 
earn my Masterõs in Project Management and Business Engineering and professional 
several certifications since)  

 
This are only my reflection  and views through  my readings and my experiences (where 
sources are logged at the end of this paper).   
 
Iõm also warmly thankful to the contributors of this paper who are my inspiration to continue 
learning:  
 
¶ Phoebe Chan, Vice President, Human Resources, Financial Industry  
¶ Celine Manoel , Director Learning and Development, Natixis   
¶ Stella Lee, E-learning / LMS Strategist, Writer, Speaker & Researcher, Director 

Paradox Learning  
 

I will warmly appreciate to read  your comments and to learn more from your gentle 
feedback. In the coming lines, I will cover  four  core topics: 
 

1. People Learning and Developments definitions   
2. Learning theories and concepts  
3. Technologies for a better learning experience  
4. Challenges and Trends  
 

To discover more about ELearn2grow and the solutions we propose, please visit our website   
> HERE < 

 
And feel free to contact me directly for any questions. Donõt hesitate to add me in your 
LinkedIn network  as well. Iõm always happy to be in touch with new people.  

> David Daoud  Profile  < 

https://www.elearn2grow.com/
https://www.linkedin.com/in/daviddaoudprofile/
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ȰL&D should provide the knowledge, skills and 

behaviors rÅÑÕÉÒÅÄ ÆÏÒ ÓÕÓÔÁÉÎÁÂÌÅ ÓÕÃÃÅÓÓȢȱ 
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People Learning and Development: From Provider to 
Facilitator  

Definition  
 

People Learning and Development (PLD or L&D) just not concerns a team or 
department within  an organization. It means:  
 

Figure 1. People, Learning and Development Concepts  

 

 
The Role and Purpose of the Learning and Development   
 
Learning & Development:  Where  are you?  
 

Learning and development is usually incorporated within the HR department. This is a 
specialist function and s often part of HR generalist activities. In other instances, L&D 
activities are split between HR and another area of the business or are separated from 
the HR function.  
 
The Purpose of L&D  
 
4ÈÅÒÅ ÉÓÎȭÔ ÏÎÌÙ ÏÎÅ ÐÕÒÐÏÓÅ ÏÆ ,Ǫ$ ÅÖÅÎ ÉÆ ÔÈÅ ÒÏÌÅ ÉÓ ÏÆÔÅÎ ÁÓÓÉÍÉÌÁÔÅÄ ÔÏ Á ȰÓÉÍÐÌÅȱ 
training provider.  Stepping back from this old-fashioned role, L&D nowadays  may have 
many roles depending on the organization and the exposure of the function  
 

¶ To improve individual and organizational performance through developing 
employee capabilities.  

¶ To provide training  to ensure that statutory or regulatory compliance 
requirements are met.  

¶ To ensure staff has the required skills level to carry out current roles.  
 
Even if L&D is facing many challenges that we will elaborate on later in the paper, the 
major objectives is to ensure it achieves corporate goals and business improvement. As 
this has been highlighted above, the role must not be seen only as meeting current skills 
requirements but also providing the knowledge, skills and behaviors required for 
sustainable success.  
 

What is important  is to recognize the sustainable outcomes in terms of supporting the 
organisational development, identifying current and future skills gaps and embedding 
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organisational values. Additionally, other roles of the L&D include retaining key staff 
through the provision of career development and helping to make the company a great 
place to work.  
  

  

The ÔÒÁÉÎÉÎÇ ÐÒÏÖÉÓÉÏÎ ÉÓ ÃÏÍÍÏÎÌÙ ÓÅÅÎ ÔÏ ÂÅ Á ËÅÙ ÐÁÒÔ ÏÆ ,Ǫ$ȭÓ ÒÏÌÅ; the truth is 
that there is a shift from viewing L&D as a training provider to a learning 
facilitator  by creating real learning culture within an organization. 
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ȰThere is a shift from viewing L&D as 

a training provider to a learning 

facilitator  by creating real learning 

culture within an organization.ȱ 
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Key theories and concepts: How they apply in the real world  
 
Introduction   
 

This paper deep dives into the main learning theories and concepts that are used as bases 
for developing a better mindset and appropriate tools to design and implement learning 
strategies and curriculum.  
 
The main theories and concepts we will cover in this paper are:  
 

 
Figure 2. Learning Theories and Concepts  

 

Pedagogy, Andragogy  and Heutagogy   

The basis of our modern learning approaches is all about assimilating the three concepts 

of Pedagogy, Andragogy and Heutagogy. 

Pedagogy  

Going back to the ancient Greek period, for Plato, a pedagogue is a person who 

is qualified to support childrenȭÓ development until  they become young adults. Their  role 

varies from someone who accompanies children by carrying their things and ensuring 
their  safety to someone who helps the child learn the ÆÕÎÄÁÍÅÎÔÁÌÓ ÏÆ ÂÅÉÎÇ Á ȰÍÁÎ.ȱ   

They were not considered teachers but more of moral guides. Nowadays, in the context 

of learning, pedagogy refers more to the interactions between a teacher and his students 

and more widely to the instructional approaches implemented in a classroom. It is formal 

teaching where the teacher directs all learning. 

Andragogy   

On the other hand, andragogy refers to informal teaching where the learner is the 

focus and the teaching approach is more based on group work and discussions. Pedagogy 

does not always allow for individual knowledge to be considered and is more into a fit-

for-all approach where transfer of knowledge is done to all the students at the same time 

without considering each learnerȭÓ specificities.  

Andragogy provides a useful philosophy to consider when designing adult learning 

experiences.  Andragogy was initially defined as the art and science of helping 

adults to learn. An andragogical approach places more importance on what the learner 

is learning by doing. This includes ÌÅÁÒÎÅÒÓȭ ÅØÐÅÒÉÅÎÃÅÓ ÁÎÄ ËÎÏ×ÌÅÄÇÅ and their 

involvement in building their own learning process based on what they already know 
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and what interests them. Learners can also 

ÌÅÁÒÎ ÆÒÏÍ ÔÈÅÉÒ ÐÅÅÒÓȭ ËÎÏ×ÌÅÄÇÅ ÁÎÄ 
experiences . 

Heutagogy  

Heutagogy is synonymous with 

autodidactic where that the learner will teach 

himself, without getting directions from an 

instructor.  Heutagogy has the 

same Greek roots as the word heuristic, 

defined as a method of teaching by allowing 

students to discover for themselves. The term 

heutagogy was coined by Hase and Kenyon 

(2000) to describe self-learning independent 
of formal teaching.  

ȰHeutagogy is the study of self-determined 

learning.ȣ )Ô ÉÓ ÁÌÓÏ ÁÎ ÁÔÔÅÍÐÔ ÔÏ ÃÈÁÌÌÅÎÇÅ 

some ideas about teaching and learning that 

still prevail in teacher centred learning and 

the need for, as Bill &ÏÒÄ ɉρωωχɊ ÅÌÏÑÕÅÎÔÌÙ ÐÕÔÓ ÉÔ ȬËÎÏ×ÌÅÄÇÅ ÓÈÁÒÉÎÇȭ ÒÁÔÈÅÒ ÔÈÁÎ 

ȬËÎÏ×ÌÅÄÇÅ ÈÏÁÒÄÉÎÇȭȢ )Î ÔÈÉÓ ÒÅÓÐÅÃÔ ÈÅÕÔÁÇÏÇÙ ÌÏÏËÓ ÔÏ ÔÈÅ ÆÕÔÕÒÅ ÉÎ ×ÈÉÃÈ ËÎÏ×ÉÎÇ 

how to learn will be a fundamental skill given the pace of innovation and the changing 

structure of communiÔÉÅÓ ÁÎÄ ×ÏÒËÐÌÁÃÅÓȢȱ1. In self-determined learning, it is important 

that learners acquire both competencies (acquiring knowledge and skills) and 
capabilities (taking actions to formulate and solve problems).  

 
Behavioral L earning Theory  by Skinner (1974)   

New behaviors  or changes in behaviors  are acquired through associations between 

stimuli and responses. Behaviorism  theorists believe that knowledge exists 

ÉÎÄÅÐÅÎÄÅÎÔÌÙ ÁÎÄ ÏÕÔÓÉÄÅ ÏÆ ÐÅÏÐÌÅȢ The learner is viewed as a blank paper who must 

be provided the experience.  

They believe that learning occurs when new behaviors  or changes in behaviors  are 

acquired through an association ÂÅÔ×ÅÅÎ ÓÔÉÍÕÌÉ ÁÎÄ ÒÅÓÐÏÎÓÅÓȢ  4ÈÕÓȟ ÁÓÓÏÃÉÁÔÉÏÎ ÌÅÁÄÓ 
to a change in behaviorȢ  

The learning process is based on changes in behaviorȢ According to this theory, learning 

begins when a signal or stimulus from the environment is presented and the learner 

reacts to the stimulus with some type of response. For example, this could be used in 

studying for a test and earn Á ÇÏÏÄ ÇÒÁÄÅȢ  4ÈÅ ÎÅ× behavioral pattern can be repeated 

ÓÏ ÉÔ ÂÅÃÏÍÅÓ ÁÕÔÏÍÁÔÉÃȢ  4ÈÅ ÃÈÁÎÇÅ ÉÎ behavior of the learner signifies that learning has 

ÏÃÃÕÒÒÅÄȢ  

_______ 

1 Hase, S. and Kenyon, C. (2000). From andragogy to heutagogy. 

 

Andragogic and heutagogic 

principles  (Knowles, 1980; Hase and 

Kenyon 2000):  

Instructors should facilitate and draw 

upon the experience of individuals to 

shape learning objectives and to allow 

the learner to completely design their 

own learning. Adult learners, when 

motivated to learn, can be self-regulated 

and understand their own learning 

needs. In the professional context, this 

means that the role of the Company is to 

ensure that the motivations of 

employees is considered in the learning 

process. This comes from ensure that 

there is an appropriate environment 

stimulating and motivating employees 

to learn. 
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Teachers use behaviorism when they reward or punish student behavior. Examples and 

applications of behaviorist learning theory 

include routine work, repetitive 

practice, bonus points to provide an 

incentive to do more, participation points 

(providi ng an incentive to participate), 

verbal reÉÎÆÏÒÃÅÍÅÎÔ ɉÓÁÙÉÎÇ ȰÇÏÏÄ ÊÏÂȱɊ ÁÎÄ 

establishing rules.  

Unfortunately, behaviorism instruction does 

not prepare the learner for problem solving 

ÏÒ ÃÒÅÁÔÉÖÅ ÔÈÉÎËÉÎÇȢ  ,ÅÁÒÎÅÒÓ ÄÏ ×ÈÁÔ ÔÈÅÙ 

are told and do not take the initiative to 

ÃÈÁÎÇÅ ÏÒ ÉÍÐÒÏÖÅ ÔÈÉÎÇÓȢ  4ÈÅ ÌÅÁÒÎÅÒ ÉÓ ÏÎÌÙ ÐÒÅÐÁÒÅÄ for recalling  basic facts, 
responding automatically ÏÒ ÐÅÒÆÏÒÍÉÎÇ ÔÁÓËÓȢ   

Social / Situated Learni ng theory  by Lave (1993)    

Lave (1993) ÓÕÇÇÅÓÔÓ ÔÈÁÔ ÉÎÄÉÖÉÄÕÁÌÓ ÌÅÁÒÎ ÔÈÒÏÕÇÈ ÏÂÓÅÒÖÁÔÉÏÎȟ ÍÏÄÅÌÌÉÎÇ ÏÔÈÅÒÓȭ 

behavior, and will be motivated to transfer and use this knowledge through social 

reinforcement and self-efficacy. The wider social and cultural context in which learning 

occurs is essential for learning to take place through observation, modelling and 

motivation to transfer learning through social reinforcement. The wider social and 

cultural context in which learning occurs is essential for learning to take place.   The 

environment should support learning by providing opportunity to practise as well as 

providing incentives for practice. Social reinforcement, through social norms and role 

modelling, is important for training transfer. Individuals can construct knowledge 

through collaboration with others. Creating opportunity for collaboration  towards a 
common goal is critical to facilitate social learning.  

Social constructivist theory by Vygotsky  (1978)   

Constructivism is based on the premise that we all construct our own perspective of the 

×ÏÒÌÄȟ ÂÁÓÅÄ ÏÎ ÉÎÄÉÖÉÄÕÁÌ ÅØÐÅÒÉÅÎÃÅÓ ÁÎÄ ÉÎÔÅÒÎÁÌ ËÎÏ×ÌÅÄÇÅȢ  ,ÅÁÒÎÉÎÇ ÉÓ ÂÁÓÅÄ ÏÎ 

ÈÏ× ÔÈÅ ÉÎÄÉÖÉÄÕÁÌ ÉÎÔÅÒÐÒÅÔÓ ÁÎÄ ÃÒÅÁÔÅÓ ÔÈÅ ÍÅÁÎÉÎÇ ÏÆ ÈÉÓ ÏÒ ÈÅÒ ÅØÐÅÒÉÅÎÃÅÓȢ  

Knowledge is constructed by the learner and since everyone has a different set of 

experiences and perceptions, learning is unique and different for each person.   

This theory is used to focus on preparing people to solve problemsȢ  4ÈÅÒÅÆÏÒÅȟ ÔÏ ÂÅ 

successful, the learner needs a significant base of knowledge upon which to interpret and 

ÃÒÅÁÔÅ ÉÄÅÁÓȢ  !ÄÄÉÔÉÏÎÁÌÌÙȟ ×ÉÔÈ constructivism, outcomes are not always predictable 

ÂÅÃÁÕÓÅ ÌÅÁÒÎÅÒÓ ÁÒÅ ÃÏÎÓÔÒÕÃÔÉÎÇ ÔÈÅÉÒ Ï×Î ËÎÏ×ÌÅÄÇÅȢ  Thus, it  will  not work when the 

results always need to be consistent. Examples and applications of 

constructivism are case studies, research projects, problem-based learning, 
brainstorming and simulations.  

6ÙÇÏÔÓËÙȭÓ ɉρωχψɊ ÔÈÅÏÒÙ ÉÓ ÏÎÅ ÏÆ ÔÈÅ ÆÏÕÎÄÁÔÉÏÎÓ ÏÆ ÃÏÎÓÔÒÕÃÔÉÖÉÓÍȢ )Ô ÁÓÓÅÒÔÓ three 

major themes.  

 

Giving immediate  feedback , whether 

positive or negative, should enable your 

learners to behave in a certain way. 

Positive reinforcement or rewards can 

include verbal feedback such as Ȱ4ÈÁÔȭÓ 

ÇÒÅÁÔȟ ÙÏÕȭÖÅ ÐÒÏÄÕÃÅÄ ÔÈÁÔ ÄÏÃÕÍÅÎÔ 

×ÉÔÈÏÕÔ ÁÎÙ ÅÒÒÏÒÓȱ or Ȱ9ÏÕȭÒÅ ÃÅÒÔainly 

ÇÅÔÔÉÎÇ ÏÎ ×ÅÌÌ ×ÉÔÈ ÔÈÁÔ ÔÁÓËȱȟ ÔÈÒÏÕÇÈ 

to more tangible rewards such as a 

certificate at the end of the programme, 

or a promotion or pay rise at work.  
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Figure 3. ¢ƘǊŜŜ aŀƧƻǊ ¢ƘŜƳŜǎ ƛƴ ±ȅƎƻǘǎƪȅΩǎ theory  

 

Cognitive  learning theory  by Anderson (1982)   

Cognitive information processing is based on the thought process behind 

the behavior (information processing leads to understanding and retention). The theory 

is based on the idea that humans process the information they receive, rather than merely 

responding to stimuli. The changes in behavior are observed, but only as 

an indicator to ×ÈÁÔ ÉÓ ÇÏÉÎÇ ÏÎ ÉÎ ÔÈÅ ÌÅÁÒÎÅÒȭÓ ÈÅÁÄȢ  4ÈÅ ÌÅÁÒÎÅÒȭÓ ÍÉÎÄ ÉÓ ÌÉËÅ Á ÍÉÒÒÏÒ 

from which new knowledge and skills will be reflected.  

Cognitive information processing is used when the learner plays an active role in seeking 

ways to understand and process information that he or she receives and relate it to what 

ÉÓ ÁÌÒÅÁÄÙ ËÎÏ×Î ÁÎÄ ÓÔÏÒÅÄ ×ÉÔÈÉÎ ÍÅÍÏÒÙȢ Cognitive learning theories are credited to 

Jean Piaget. Unlike behaviorism , cognitive information processing is governed by an 

ÉÎÔÅÒÎÁÌ ÐÒÏÃÅÓÓ ÒÁÔÈÅÒ ÔÈÁÎ ÂÙ ÅØÔÅÒÎÁÌ ÃÉÒÃÕÍÓÔÁÎÃÅȢ Cognitivism uses the metaphor of 
the mind as a computer: information comes in, is processed, and learning takes place.  

Learning takes place through several mental 

processes, being consolidated through storage and 

retrieval, and activating prior knowledge. Different 

types of information may be learned and accessed 

differently. Information given during learning must be 

integrated into practice. For consolidation to happen, 

interactivity and practice are therefore important. 

Activating prior knowledge in response to issues, 

collaborating with others, and reflection allow 

consolidation of knowledge, leading to robust 

learning.  

 

Both social and cognitive 

theories agree on the premise 

that knowledge is constructed 

through problem-solving (going 

further than repetition of new 

knowledge) and this action of 

problem-solving using acquired 

knowledge is synonymous with 

transfer of learning.  
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Experiential learning by Kolb (1984)   

Experiential learning is about learners experiencing things for themselves and learning 

from such experience. Kolb (1984) proposed a four-stage model known as 

the experiential learning cycle. It is a way by which people can understand their 

experiences and, as a result, modify their behavior. It is based on the idea that the more 

often a learner reflects on a task, the more often they can modify and refine their efforts. 
The process of learning can begin at any stage and is continuous.  

  

 
Figure 4. The Experiential Learning Cycle. This theory suggests that without reflection, people would continue to repeat their 

mistakes.  

  

Both theories are also linked to the concept of situated learning, where learners are 

oriented towards solving a problem within a context like one where the knowledge will 

be applied (Billett 1996). For knowledge to be robust, it needs to be applicable across 
context, but the further the transfer, the less likely it is to happen. 

Situated learning  by Billett  (1996)    

Learners are oriented towards solving a problem within a context like one where the 

knowledge will be applied. Learning that is problem-oriented and takes place in a similar 

context to which it will be applied is more likely to be successful. The knowledge needs 

to be applicable across contexts, but the further the transfer, the less likely it is to happen.  

Digital learning evidence  by Johnson and Aragon (2003)   

Instructional method, interactivity and opportunity for practice are key facets of digital 

learning or distance learning that lead to positive learning outcomes. Interaction and 

practice are key to consolidate knowledge into practice. Practitioners should be aware 

that learner preferences for web- or classroom-based instruction may affect learning 
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outcomes; employees may evaluate digital learning less favourably depending on their 

preference for technology.  

In addition, Johnson and Aragon (2003) suggest that digital learning needs to allow social 

interaction and real-life activities, to address student motivations and individual 

differences, and to allow opportunity to reinforce their learning in their communities.   

These theories provide an important call to action for those designing any type of 

learning experience to allow learners to apply their new knowledge to problems, and to 

ensure that technology ÍÅÄÉÕÍÓ ȬÁÌÌÏ× this sort of learning or provide offline 
experiences that are complementary to the digital initiative.  

 

Figure 5. The digital learning theory model. Source: Johnson and Aragon (2003) 

Taking in information is a prerequisite for learning, but learning theory posits 

that for learning to truly occur, the information must be used across situations in 

response to a problem or goal. This learning can be reinforced through a variety of 

mediums, whether this be opportunity to practise new skills, or use the new learnings to 

solve problems in different contexts, bringing together theoretical and practical 

knowledge.  

 
Evidence on the effectiveness of technology -enabled learning  by Bernard et al . (2004)   

While adult education and distance learning are not identical settings to the workplace, 

parallels between distance education and digital learning in organisations are strong. 

Distance learning is often asynchronous, with students accessing material at different 

times, with a low amount of (if any) face-to-face time. In addition, distance education 

must make use of technology and has a largely adult population. Several studies have 

compared the effectiveness of different learning delivery methods and have found that 

blended learning is preferable for delivery, and that classroom and online methods do 
not differ widely in their effectiveness when certain conditions are met.  

http://ldt.stanford.edu/~educ39105/paul/articles_2005/An%20Instructional%20Strategy%20Framework%20for%20online%20instruction_Johnson_Aragon.pdf
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A one-size-fits-all design will not 

ensure good outcomes in 

technology enabled learning, as each 

type of learning experience has 

different characteristics; it might be 

delivered asynchronously, have 

different instructional methods, or 

different levels of interaction with 

other students or tutors, all which impact on learning outcomes. For digital learning 

specifically, scholars have identified several moderating factors influencing the 

relationship between learning delivery method and positive outcomes. These included 

types of knowledge acquired, human interaction, practice and feedback, and length of 

activity, all of which moderated the relationship between type of delivery method and 

learning outcomes. For web-based learning, the opportunity for feedback and practice 

enhanced the effectiveness of the learning. A key finding is that instructional method, 

interactivity and opportunity for practice are key facets of digital learning or distance 
learning that lead to positive learning outcomes.  

 

  

  

The organisational context will influence the 

outcomes of learning; instructional design alone 

cannot account for the variance in digital learning 

success. Manager support for learning initiatives 

and organisational support for time to learn are 

important in ensuring collaboration can take place 

and learning can be accessed.  
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The Tech for a Better Learning Experience   

While it may seem obvious, the idea that technologies are here to support peopleȭÓ needs 

is worthy of mentioning. It should not be the opposite where people are following 

technological trends without real added value provided by technologies. In that case 
what are the factors influencing learning technology implementation?  

 

 

Figure 6. Factors Affecting Learning Technology Implementation 

Note: Learning technologies are defined as the broad range of communication and information technologies that can be 

used to support learning (such as online or mobile learning)  

Major technological solutions   
 
Mobile learning tools   

Mobile devices are a way to deliver learning at the point of need, to those travelling or 

working away from a fixed location. Mobile learning can refer to learning 

on several devices. This is not only about smartphones: learning delivered through a 

laptop, tablet, or personal digital assistant is also considered mobile learning.   

Mobile learning is thought to be effective because it enhances collaboration and social 

interaction in many locations, provides situated learning opportunities where 
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information can be applied in the right context, and gives learners a choice of how and 

when they access learning.   

Learning via mobile learning devices can be more effective than the traditional pen-or-

paper-based learning. This is not only for the mobile learning as a technology but more 

for the contextual effect of learning in a museum context and any other informal 

environments, out of the classroom or traditional learning setting (formal 

environments).   

In other words, collaboration or problem-based methods are more effective ways in 

which to use this technology, and that mobile devices can be especially helpful in informal 

contexts to support learning.  

Saying that, the question is how do we influence the adoption of mobile technology for 

learners? When students perceive that using the technology would impact their 

performance, their intention to use technology also increased. Practitioners should 

ensure that guidance and facilitation, particularly for those who are less confident in 
using technology, is available alongside the provision of mobile-accessible content.  

The main value of mobile learning is when mobile technology adds interactivity to 

informal learning or in environments where collaboration is usually difficult.  

Collaborative learning tools   

Technology is branded as a collaborative learning tool where it facilitates any sort of 

interaction between learners. This term is used in the context of social networks, 

knowledge-sharing, communities of practice (both offline and online), amongst other 
tools such as messenger systems and online meeting tools.   

Online communities of practice (COP) represent one structured way of collaborating, a 

concept developed in line with social learning theory (Lave and Wenger, 1991). 

Communities of practice within organizational contexts provide more opportunity for in-

depth conversation, feedback and reflection with a group of employees for development 

purposes. For COPs to be effective, they must be supported by line managers providing 

learners with time and access to learn, and a safe space to share ideas and concerns.  

Reflection, practice and interactivity are important for learning to occur. If the knowledge 

management and sharing system do not encourage these processes, it risks being a costly 

and ineffective intervention. Practitioners must first understand the impact of learning 

design in relation to what they want to achieve, and second, use technology to support 
this.  

Learning can happÅÎ Ȱby doingȱ or participating, with no reason to believe that this 

cannot happen online. Challenges faced by offline social networks and communities of 

practice (such as time and lack of participation) will pervade online versions of these 

tools; if time is already a barrier, allowing users to access communities from home will 

not solve the issue. If communities of practice lack reciprocity and learners lack security 

to share ideas, collaboration will not occur.  
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Game-based learning tools   

As with collaborative learning, gamification and game-based learning cover several 

related but different concepts. For example, game-based learning can describe the use of 

elements of games (such as game-based instructions or leader boards) but can also 
include immersive learning environments and serious games.   

! ȬÓÅÒÉÏÕÓ ÇÁÍÅȭ in an L&D context 

refers to a game with a purpose. For 

example, military training may rely on 

ÇÁÍÅÓ ×ÈÅÒÅ Á ÐÅÒÓÏÎ ÃÁÎ Ȭ×ÉÎȭ ÏÒ 

ȬÌÏÓÅȭȟ ÊÕÓÔ ÌÉËÅ ÉÎ Á ÒÅÁÌ-world 

environment. Gamification refers to 

initiatives where the rules of games are 

applied to a situation ɀ for example, introducing leader boards into a learning 
environment.  

There is comparatively little evidence available on the effectiveness of game-based 

learning in organisations. Truly immersive game experiences can be an effective method 

for learning, especially in high-risk, high-cost scenarios, but game-based elements such 

as leader boards are not synonymous with immersive game-based learning. Using only 

elements of games may dilute the effectiveness of these tools.  

 

 

  

Technology itself is not the largest influence 

on learning effectiveness: instead, it is the 

quality and characteristics of the 

environment ɀ specifically the availability of 

interactive instructions ɀ that are 

important.   
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ȰLearning challenges 

are not necessarily 

technical but more on 

People Change 

Management level.ȱ 




















