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INTRODUCTION 

In today's fast changing world, the digital transformation brought new challenges into the work environment. As 
technological changes transform our everyday lives, we must address the influence technology has on how we learn 
and work. Whether it's simply new habits or a total overhaul in the way we think, technology has changed the way 
we do our jobs and the way we look for information to help us do those jobs, and the project TransIT addresses 
these changes. The project aims to develop work-based competencies necessary for managing the transition to 
Industry 4.0. The objective of the project is to create a work-based training kit for the middle management of SMEs 
with a technical background, which concentrates on developing transversal competencies necessary for managing 
the transition to Industry 4.0. Innovative thinking and motivational management are the key training units that 
overarch and involve further modules/other competencies. From these, businesses may select "packages" according 
to their needs. Our goal is to enhance innovation and motivation as key elements of success: maximising the ability 
to bring out the best of the workforce, inspiring to innovate and optimising the use of HR potentials. This guide was 
prepared in the context of the project TransIT and is titled "Methodology". The aim of this guide is to present the 
theoretical side of learning methods, the main attribution and habits of different generations and propose a learning 
path to achieve and adapt learning material to individual learning styles. 

SUMMARY OF DESK AND FIELD RESEARCH  

In the framework of TransIT project, we have already produced Transversal Skill Analysis for Transition Management 
- Catalogue and Competence Matrix, which has been based on desk research and field research differentiated by 
X,Y,Z generation.  

A qualitative field analysis of recommended management competencies for i4.0 identified three main classification 
categories; with our research, we followed the division of competencies into technical, managerial, and personal 
competencies. 

TECHNICAL COMPETENCES 

Technical Competencies: "all job-related knowledge and skills for example media skills, coding skills, knowledge 
management, and statistical command. Technical skills are abilities an individual acquires through practice and 
learning".  

Critical thinking 

People who can turn data into insightful interpretations will be in high demand due to the complexity and 
interconnectedness of various fields like computer science, engineering and biology. 

Service orientation 

People who know the importance of offering value to clients in the form of services and assistance will be in demand 
as businesses would want to provide solutions to the problems of society. The growing importance of codependence 
between humans and robots/robotic processes is foreseen and should be integrated into customer service.  

Technical entrepreneurship 

Include many types of skills, such as risk taking, persistence, marketing skills, tech savviness and coding.  

Technical skills 
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The abilities and knowledge needed to perform specific tasks. They are practical and often relate to mechanical, 
information technology, mathematical, or scientific tasks. Some examples include knowledge of programming 
languages, mechanical equipment, or tools. 

IT security 

Awareness of cyber security. The dynamic and ever-changing nature of electronic communication technologies 
brings brand new opportunities for quick access to extensive information and communication through integrated 
channels. On the other hand, such dynamic nature paves the way for new challenges and concerns regarding 
electronic communications security. Both national and international sector regulators and policy-makers are 
encountering new threats to the security of electronic communications while trying to adapt to convergence and 
the ongoing tendency for Internet Protocol ("IP") based digital networks. It embraces fields like: 1. Security 
engineering 2. Encryption 3. Intrusion detection and breach response 4. Firewall development 5. Vulnerability 
analysis 6. Penetration testing O1. A1. Page 15 7. Security information and event management 8. Cybersecurity: 
HTTPS, SSL, and TLS 9. Endpoint Threat Detection & Data Loss Prevention (DLP) 10. Data loss prevention (DLP) 

System skills 

Sophisticated capacities used to understand, monitor, and improve socio-technical systems. 

Research skills 

Ability to search for, find, collect, analyse, interpret and evaluate information that is relevant to the subject being 
studied. 

Cognitive analytics 

A field of analytics that tries to mimic the human brain by drawing inferences from existing data and patterns draws 
conclusions based on existing knowledge bases and then inserts this back into the knowledge base for future 
inferences - a self-learning feedback loop. 

Content skills 

Content skills, also known as technical, job-specific or vocational skills, include those that relate specifically to 
someone's line of work. 

Data analysis 

Ability to collect structure and analyse data to support decision making and use adequate tools supporting this.   

Motivation to learn 

Motivation is the willingness to learn new things and to expand knowledge and skills. 

 

MANAGERIAL COMPETENCES 

Managerial Competencies: "all skills and abilities for problem solving and decision making, such as analytical and 
research skills, conflict and problem solving, creativity. Ability to make business decisions and lead subordinates 
within a company, negotiations tactics and response behaviour".  
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Flexibility 

Cognitive flexibility: The ability to switch between different types of thinking and change the mindsets. The flexibility 
covers the ability to work across multiple disciplines and extract concepts from different fields. Implies the use of 
both left and right brain hemispheres. 

Intrinsic flexibility: Multifunctional as well as efficient problem solving and employee's contribution to the core-
business by means of creative and efficient solutions and cross-department innovations. The job/role itself can 
change depending on the actual needs and on the employee's skills. New functions can be invented and created 
which are different from the previously known roles. These ongoing changes will be organic part of the work. 

Ambiguity tolerance 

Ability to operate effectively in an uncertain environment. 

Adaptive thinking 

To communicate and be in sync with the change that is foreseen, being open to changes, both with technology and 
with different methodologies. 

Sustainable mindset 

Willingness to support sustainability initiatives. 

State of the art knowledge and process understanding 

Knowledge about the level of development (as of a device, procedure, process, technique, or science) reached at 
any particular time, usually as a result of modern methods. In-depth understanding of the company's processes and 
their interaction. 

Multidisciplinary education, transversal skills 

Diverse knowledge, including technical, entrepreneurial (self-representation), communication, project 
management, data protection skills. Requires continuous training, curiosity, readiness to learn.  

Building good image 

Every leader is a role model who sets an example for the standards of professionalism within the organisation. For 
the new generations, the positive role model counts even more, since they care less about hierarchy. Managers have 
to become real leaders, inspire, set the norms (professional behaviour, attitude, communication, EQ, outlook, etc.) 
represent the organisation's objectives and culture, keep integrity even when confronted and show self-assurance. 

Integrity 

Leadership behaviour is a reflection of the organisation. Integrity must be kept no matter what challenges occur. 
Learning from failures and admitting mistakes is also part of an integrated personality, even as a manager. 
Transparency is a key to integrity.  
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Horizontal and vertical perception 

The multidisciplinary, multitasking and flexibly changing work tasks require the general awareness of the main 
processes, company goals. Both systematic and specific (technical) understanding is necessary. 

Complex thinking and problem solving 

Mental elasticity to solve unforeseen problems and being able to relate them to the landscape that's changing rapidly 
and getting more complex. It involves both analytical and creative skills. Analytical or logical thinking includes skills 
such as comparing, evaluating and selecting. It provides a logical framework for problem solving. The leaders need 
to have the ability to differentiate between facts, perceptions, assumptions and interpretations.  

A collection of self-regulated psychological processes and activities necessary in dynamic environments to achieve 
goals that cannot be reached by routine actions. Complex problems usually involve knowledge-rich requirements 
and collaboration among different departments/persons. 

Entrepreneurial thinking 

Non-traditional and experimental thinking.  

Entrepreneurial thinking skills refer to the ability to identify marketplace opportunities and discover the most 
appropriate ways and time to capitalise on them. It is more like a state of mind that opens your eyes to new 
opportunities. 

Prioritising 

It's about being able to carry out the core work keeping in mind the goal to reach regardless of how complex or 
diversified the situation/task is; at the same time doing the necessary adaptations and changes. Managers need to 
keep long-term focus, fulfil the related work tasks, and simultaneously define the sub-tasks and delegate. This skill 
is an asset in a fast-changing and versatile work environment. 

New ways of people management 

Traditional managerial/leadership frameworks and methodologies are gradually losing relevance and have to be 
revamped.  New management style is necessary (e.g. transformational leadership). Effective communication and 
team collaboration skills will be a top demand among job candidates in any industry. 

Creativity and innovation 

The ability to perceive the world in new ways, to find hidden patterns, to make connections between seemingly 
unrelated phenomena, and to generate solutions. Today Robots can be helpful to us in many respects but creativity 
in humans cannot be replaced by them; on the other hand, people have to be creative to draw the benefits from 
changes. 

Data analysis 

Data Analysis is the process of systematically applying statistical and/or logical techniques to describe and illustrate, 
condense and recap, and evaluate data. An essential component of ensuring data integrity is the accurate and 
appropriate analysis of research findings. It embraces: 1. Data Cleaning and Preparation, 2. Data Analysis and 



 

  

 

   8 

Exploration, 3. Statistical Knowledge, 4. Creating Data Visualizations, 5. Creating Dashboards and/or Reports, 
6.Writing and Communication Skills, 7. Domain Knowledge, 8. Problem-Solving. 

SOCIAL COMPETENCES 

Social Competencies: "Individual's social values and motivations, ability to transfer knowledge, leadership skills, 
ability to work in a team, building relations with the expectations for future interaction, realistic perceptions about 
one's own behaviour". 

Emotional intelligence 

Qualities that relate to emotional intelligence such as empathy and curiosity will be a big consideration factor for 
hiring managers of the future. It has elements of self-awareness, self-management, intrinsic motivation, empathy 
and social skills; in addition to IQ and CQ, EQ has great importance. Ability to build and nurture social relations in 
the organisation as well as to manage emotional reactions in an assertive and appropriate way, enabling cooperation 
and teamwork, beyond inter-departmental, inter-age groups and international differences.  

Collaboration 

Organisations have to work with people from different cultures in different counties, areas and time zones. Besides, 
interdisciplinary and inter-generational cooperation is also needed.  Managers have to create a sense of community, 
be able to connect with others, stimulate intrinsic loyalty, engagement and a new level of cooperation. 

Diversity and inclusion management 

Diverse workgroups are highly valuable to organisations. Leaders have to be able to recognise workplace dynamics 
and stimulate positive changes. They must bring diverse groups together, select and coordinate team members' 
skills, as well as help to engage diverse approaches. 

Open-Mindedness 

Means being receptive to new ideas, solutions, considerations – sometimes quite different from the good old ways 
or one's own way of thinking. It requires being able to fulfil tasks in an innovative, creative, new way. In technology 
intensive, quickly changing work environment or in fields characterised by large variety of tasks and possible 
solutions people need to apply new solutions, tools and methods regularly; and work together in different project 
teams, diverse groups. 

Social intelligence and media skills 

The application of social and non-formal platform for beneficial outcomes; ability to use and work with smart media. 
It involves spotting the right areas at the right time and understanding the need and use of such platforms for 
different purposes and also as alternatives to connect for innovation and creative linkage.  

People skills – "Happiness coaching" 

Irrespective of how many jobs get automated and how advanced AI becomes, employees will always be a most 
prized resource. Humans are more creative, better at reading each other and able to piggyback on ideas. On the 
other hand humans also get sick, demotivated or distracted. So, it is important that managers and team leaders are 
aware of how to motivate their respective teams, maximise their productivity and respond to needs. Thus, knowing 
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how to delegate and plan the tasks as to available resources in sync with business needs. It also considers the proper 
use of resources, fulfilling their needs and demands and also retention of resources. 

Conflict management 

Avoiding conflicts in an organisational format, identifying conflicts if any and resolving them is a key skill for a 
Manager. It requires emotional maturity, self -control, and empathy. It can be developed and practiced. 

Intercultural skills 

Understanding different cultures, especially divergent work habits, when working globally. 

Language skills 

Ability to understand and communicate with global partners and customers. 

Networking skills 

Ability to make contacts and build strong relationships 

Stress management 

Ability to deal with pressure and stress with positive coping mechanisms.  

From quantitative research (interviews) conducted by the TransIT project emerged that the competencies that are 
required by managers and employees, which will help the smooth transition of the company into Industry 4.0 are: 

• Communication  

• Collaboration 

• Team management 

• Problem Solving 

• Change management 

• Innovation 

• Flexibility  

• Empathy 

• Collaborative intelligence 

• Creativity 

• Understanding 

• Leadership 

• Transmissibility 

• Negotiation  

• Taking the initiative 

• Conflict resolution 

• Persuasion 

• Tolerance 

• Mentorship  

 

Regarding generation differentiation, the following skills were highlighted to be more difficult (therefore more 
challenging) for younger generations than of older generations:  

• Conflict solving 
• Communication skills 
• Ability to transfer knowledge 
• Leadership skills 
• Ability to work in teams 
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Since the business and technological environment is fast-changing, the agile management should be ready to sense 
and realise when their investments, experience and knowledge become "old", and invest in acquiring new resources. 
It is a risk that in order "to save the current knowledge, and investment, an organisation may ignore the new methods 
of working, or new technology, which can lead to a bigger disaster." 

According to the studies and the forecasts, the i4.0 professionals will be individuals with: 

• multidisciplinary and flexible training,  
• mastery of new tools,  
• knowledge of various languages  
• advanced emotional skills  
• ability to adapt easily to a new business culture  
• ability to deal with diverse work tasks 
• ability to approach tasks and new problems in an innovative way, seeing the bigger picture 
• resilience and stress management 
• facing challenges as something natural, part of the daily routine, interesting, learning possibility 
• good social skills to perform collaborative work. 

The most important employee skills in i4.0 will be:  

• team working; 
• share the space and work with robots; 
• collaboration; 
• monitoring; 
• error detection; 
• decision making; 
• preventing maintenance  
• empathy  
• positivity  
• conformation  
• inspiration 

LEARNING BEHAVIOUR OF DIFFERENT GENERATION  

In the global world and high-tech economy, the primary contributing factor to sustainable competitive advantage is 
the strategic development of employees, an organisation's only unique asset. However, with four generations 
actively present in the workforce and the proliferation of web-based learning as a key method for developing 
employees, corporate training has not kept pace with the needs of the 21st -century, generationally diverse employee 
population. We are faced with the task of creating training programs for employees across four generations with 
varying degrees of technological skill and, perhaps, diverse learning style preferences as well. To build curricula to 
address learners' varying needs, we must understand the different learning style preferences across generations. 

FOUR GENERATION MAIN CHARACTERISTICS 

BABY BOOMER GENERATION: 

• Born between 1946-1964 
• 48% of today's national workforce  
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• Educated, independent, optimistic, minimal tolerance for authority and power 
• Low level of organisational allegiance, commitment and job satisfaction (had to fight for jobs) 
• Thrive on "self-help," eternal youth, conveniences and personal gratifications 
• In school and at home, learned about "teamwork" (many grew up in big families) 
• Rewards: money, title, recognition 

Baby Boomer Personality:  

• Willing to go the extra mile 
• Optimistic 
• Positive 
• Love/hate relationship with authority 
• Idealistic 
• Want to have it all 
• Driven – expect same of others 

GENERATION X'ERS: 

• Born between 1965-1980  
• 6% of today's national workforce 
• Less loyal or committed to organisations, highly "techno literate," independent, self-absorbed, attention 

seeking, more diverse in terms of race—"work to live" 
• Sceptics; critical of everything 
• Adaptive 

Generation X Personality: 

• Fiercely independent 
• Results oriented 
• Sceptical 
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• Work/life balance 
• Self- reliant 
• Pragmatic 

MILLENNIAL GENERATION: 

• Born between 1981-2000  
• 3 times larger than Gen X 
• "Ctrl Alt Del" is as basic as "ABC" so called "digital" generation 
• Earn money for immediate consumption 
• Respect after being respected 
• Question everything (why?) 

Millennial Personality: 

• Idealistic 
• Confident 
• Collective 
• Socially minded and active 
• Achievement oriented 
• Structured 

GENERATION Z: 

• born between 1997 and 2012/15 
• 68 million 
• hyper-connected - smartphone is their preferred method of communication 
• more fiscally conservative approach 
• Industrious and Looking for Stability 
• Gen Z Consumes with a Cause 
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Z Generation Personality: 

• Pragmatic 
• Competitive 
• Connected 
• Socially responsible 
• Plugged in 
• Self-reliant 

DESCRIPTION OF LEARNING METHODS 

Employees need to be able to adapt their capabilities to support the organisation's strategy in rapidly changing 
business environments. Organisations can keep pace with changing needs by looking ahead to define requirements 
and plan effective learning interventions that support business objectives. 

The terms' training' and 'learning' are used broadly, and at times interchangeably, within the people profession, but 
can be summarised as: 

"Training is an instructor-led, content-based intervention designed to lead to skills or behaviour change." 

Development implies a longer-term or broader process – acquiring skills or knowledge by a range of different means 
such as coaching, formal and informal learning interventions, education or planned experience. 

For a particular teaching method to be appropriate and efficient, it has to be in relation to the characteristic of the 
learner and the type of learning it is supposed to bring about. Necessary is to design and select teaching methods 
which does not just consider the content or nature of subject but also different generation characteristics.  

The approaches for teaching can be broadly classified into teacher-centred and learner-centred (Constructivism). In 
a teacher-centred approach, teachers are the main authority figure in this model. Learners are viewed as whose 
primary role is to passively receive information (via lectures and direct instruction) with an end goal of testing and 
assessment. It is the primary role of teachers to pass knowledge and information onto their learners. In this model, 
teaching and assessment are viewed as two separate entities. Learning is measured through objectively scored tests 
and assessments. In learner-centred approach, teachers and students play an equally active role in the learning 
process. The teacher's primary role is to coach and facilitate student learning and overall comprehension of the 
material. Learning is measured through both formal and informal forms of assessment, including group projects, 
portfolios, and class participation. Teaching and assessments are connected; student learning is continuously 
measured during teacher instruction. Commonly used teaching methods may include class participation, 
demonstration, recitation, memorisation, or combinations of these. 

Khan's1 (2001) list of methods and strategies focus on 20 major "natural types" that he develops under the header 
"pedagogical" in his eight-components framework for learning: 

• Presentation 
• Exhibits 
• Demonstration 
• Drill and Practice 

• Facilitation 
• Collaboration 
• Debate 
• Field Trips 

 
1 Kahn, Badrul H. (2001) A Framework for Web-Based Learning - 
https://www.academia.edu/259746/A_Framework_for_Web_Based_Learning?auto=download 



 

  

 

   14 

• Tutorials 
• Games 
• Story Telling 
• Simulations 
• Role-playing 
• Discussion 

 

• Apprenticeship 
• Case Studies 
• Generative Development 
• Motivation  
• Interaction 
• Modeling 

 

In our approach, we are inclined to use the theory of Universal design for learning. This theory also discussed 
incorporating technology in the classroom and ways to educate students in the digital age. Figuring out the best 
ways to deliver information to learners can sometimes be even harder than the content that we want to share. The 
reason is that every single trainer needs a variety of different teaching methods in their theoretical teaching bag to 
pull from depending on the lesson, the learners, and the subject. For this reason, it is necessary to have a historical 
overview of different pedagogical approaches to be able to engage, motivate and reach the learners, whether in 
person or online. 

HISTORICAL OVERVIEW OF TEACHING METHODS AND STRATEGIES 

BEHAVIOURISM 

Behaviourism is the theory that every learner is essentially a "clean slate" to start off and be shaped by emotions. 
People react to stimuli, reactions as well as positive and negative reinforcement. Learning theories names the most 
popular theorists ascribed to this theory were Ivan Pavlov, whom many people may know about his experiments 
with dogs. He experimented with dogs where when he rang a bell, the dogs responded to the stimuli; he then applied 
the idea to humans. Other popular educational theorists who were part of behaviourism were B.F. Skinner and Albert 
Bandura. 

SOCIAL COGNITIVE THEORY 

Social cognitive theory is typically spoken about at the early childhood level because it has to do with critical thinking 
with the biggest concept being the idea of play. The most popular and first theorist of cognitivism is Piaget. There 
are four stages to Piaget's theory of cognitive development that he created in 1918. Each stage correlates with a 
child's development from infancy to their teenage years. The first stage is called the sensorimotor stage which occurs 
from birth to 18 months. The reason this is considered cognitive development is because the brain is literally growing 
through exploration, like squeaking horns, discovering themselves in mirrors or spinning things that click on their 
floor mats or walkers; creating habits like sleeping with a certain blanket; having reflexes like rubbing their eyes 
when tired or thumb sucking; and beginning to decipher vocal tones. The second stage, preoperational stage, occurs 
from ages 2 to 7 when toddlers begin to understand and correlate symbols around them, ask a lot of questions, and 
start forming sentences and conversations, but they haven't developed perspective yet so empathy does not quite 
exist yet, the website states. This is the stage when children tend to blurt out honest statements, usually 
embarrassing their parents, because they don't understand censoring themselves either. From ages 7 to 11, children 
are beginning to problem solve, can have conversations about things they are interested in, are more aware of logic 
and develop empathy during the concrete operational stage. The final stage, the formal operational stage, though 
by definition ends at age 16, can continue beyond. It involves deeper thinking and abstract thoughts as well as 
questioning not only what things are but why the way they are is popular, the site states. Many times people entering 
new stages of their lives like high school, college, or job go through elements of Piaget's theory, which is why the 
strategies that come from this method are applicable across all levels of education. 
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THE MULTIPLE INTELLIGENCES THEORY 

The Multiple intelligences theory states that people don't need to be smart in every single discipline to be considered 
intelligent on paper tests, but that people excel in various disciplines, making them exceptional. Created in 1983, the 
former principal in the Scranton School District in Scranton, PA, created eight different intelligence, ( although a total 
of ten were categorised, only eight are officially accepted). The original eight are musical, spatial, linguistic, 
mathematical, kinesthetic, interpersonal, intrapersonal and naturalistic and most people have a predominant 
intelligence followed by others. For those who are musically-inclined either via instruments, vocals, has perfect pitch, 
can read sheet music or can easily create music has musical intelligence. Visualising something and rearranging or 
reimagining it is spatial intelligence, and being talented with language, writing, or avid readers have linguistic 
intelligence. Kinesthetic intelligence refers to understanding how the body works either anatomically or athletically 
and naturalistic intelligence is having an understanding of nature and elements of the ecosystem. The final 
intelligence has to do with personal interactions. Intrapersonal intelligence is a matter of knowing oneself, one's 
limits, and their inner self, while interpersonal intelligence is knowing how to handle a variety of other people 
without conflict or knowing how to resolve it, the site states.  

CONSTRUCTIVISM 

Constructivism is another theory created by Piaget which is used as a foundation for many other educational theories 
and strategies because constructivism is focused on how people learn. Piaget states in this theory that people learn 
from their experiences. They learn best through active learning, connect it to their prior knowledge and then digest 
this information their own way. This theory has created the idea of learner-centred learning in education versus 
teacher-centred learning. 

UNIVERSAL DESIGN FOR LEARNING 

The final method is the Universal design for learning which has redefined the educational community since its 
inception in the mid-1980s by David H. Rose. This theory focuses on how teachers need to design their curriculum 
for their learners. This theory is based on neuroscience and how the brain processes information, perform tasks and 
get excited about education. The theory, known as UDL, advocates for presenting information in multiple ways to 
enable a variety of learners to understand the information; presenting multiple assessments for students to show 
what they have learned; and learn and utilise a student's own interests to motivate them to learn, the site states. 
This theory also discussed incorporating technology in the classroom and ways to educate students in the digital 
age. 

LEARNING STYLES 

Learning styles are the ways in which learners learn best. The most popular types are visual, audio, kinaesthetic and 
read/write, though others include global as another type of learner, according to Akdeniz. For some, they may seem 
self-explanatory. Visual learners learn best by watching the instruction or a demonstration; audio learners need to 
hear a lesson; kinaesthetic learners learn by doing or are hands-on learners; read/write learners do best by reading 
textbooks and writing notes; and global learners need material to be applied to their real lives. There are many 
activities available to instructors that enable their learners to find out what kind of learners they are. Typically 
learners have a main style with a close runner-up, which enables them to learn best a certain way but they can also 
learn material in an additional way. When an instructor knows their learners and what types of learners are in their 
classroom, instructors are able to then differentiate their instruction and assignments to those learning types. 
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There are many different methodologies and strategies; however a consistent theme throughout all of these is to 
know our learners. In knowing our learners, we will be able to design lessons that are more fun, more meaningful, 
and more effective because they were designed with the learners' best interests in mind.  

 

MODERN TRAINING DELIVERY METHODS 

THE BLOOM-TAXONOMY 

Bloom-taxonomy is a hierarchy of different cognitive skills which are related to learning, in other words, they are 
learning achievements that can be reached in a precise order, because each level is based on the lower levels. It is a 
huge help both to teachers and to students in their teaching and learning processes. This method can help in various 
fields of education: 

VISUAL 
LEARNERS 

AUDIO 
LEARNERS 

READ/WRITE 
LEARNERS 

KINAESTHETIC 
LEARNERS 
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• planning lessons in any field of education 
• creating assessments for students 
• design curriculum maps for courses 
• it supports project-based learning 
• it helps self-assessment for students 

As we can see from the list above, Bloom's Taxonomy can be used for various things because it is a framework that 
helps to reinforce several cognitive behaviours of the learners. The hierarchy helps teachers to develop a curriculum 
both for lessons and for full class roadmaps. These are the levels of the taxonomy:  

 

Remember is the result of basic knowledge which is the first stage of learning. It will lead us to the abilities which 
are connected to higher cognitive skills. This is the process of recalling facts and basic concepts which were learned 
earlier. 

If the students learn some basic concepts they can understand and explain other things and phenomena. They will 
be able to recognise similar things and therefore classify information. They have the ability to describe their 
knowledge to others. 

If they have a solid understanding of different pieces of information, they can apply them in new situations. This is 
when we learn a mathematical formula then can solve a new exercise with it. 

On top of that, students learn how to analyse information and situations. They learn how to examine a solution, and 
how to test a hypothesis based on their previous knowledge. They can distinguish between pieces of information, 
operational and inefficient results, and causal relationships. 

After that, at the evaluate level they learn how to choose between options, develop a sense of judgement. They can 
forecast the outcome of their or others' actions based on their knowledge and the observations they made. 

Creation is the top level of the taxonomy. Based on their knowledge and experience, students start to create new 
things with original designs or even experimental theories. 
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Here are listed different modern content delivery methods: 

1. GAMIFICATION 

The gamification is an engaging and effective way to reach learners. Gamification is linked to a positive learning 
experience, and a positive learning experience triggers a dopamine rush. Gamification works because it satisfies 
some primary instincts of the human being such as: self-expression, competition with oneself and with others, 
engagement, motivation, fidelity, cooperation in a social sphere and individual or group problem solving. 

The psychology behind Gamification is that playing produces eustress2, in games they try to keep the player in Flow, 
revenues are playful application of Skinner's box3, playing activates the core drives. 

In fact, over 80% of learners say that gamification at work improves their productivity, engagement and happiness. 

Gamification is the application of game-design elements and game principles in non-game contexts. It can also be 
defined as a set of activities and processes to solve problems by using or applying the characteristics of game 
elements.  

"Gamification is about taking something that is not a game and applying game mechanics to increase user 
engagement, happiness and loyalty!" 

This means that gamification takes elements from game-design and the general principles and theories which drive 
gameplay and applies them to other contexts.  

Secondly, gamification is ordinarily applied to solve problems. These range from issues of engagement in the 
workplace through to voter apathy. As such, here's a list of just some of the problems gamification can help solve: 
sales staff performance; ability to complete chores and mundane tasks; performance at the gym; organisational 
productivity; ability to enter 'flow'; knowledge retention; crowdsourcing: recruitment issues; customer retention… 

It is important to aligning individual and organisational goals. In other words, is important "to make difficult tasks 
more palatable". 

What we mean by this is that gaming mechanics – points, levels, awards – help make boring tasks more fun. 
Gamification leverages our desires for status, achievement, competition and to be part of an inclusive social 
community to increase engagement. 

Many gamification models reward the user for completing the desired task and a leader board is then utilised so 
they strive for further improvement. These elements result in a gamification platform with high levels of 
engagement. Gamification promotes the active interest of users' engagement, change behaviours and it significantly 
affects habits. 

 
2 Eustress is identical to negative stress, produces adrenaline and increases the blood flow to the attention control centres of the brain, the 
voluntariness of the condition transform the habitual tension into an emotional spring that results in an optimistic push. In fact when an 
obstacle is overcome or a puzzle is solved, the brain releases dopamine: the pleasure neurotransmitter often associated with addictions.  
3 The behavioural psychologist Skinner studied the stimuli response process and theorised what is called operating condition, that is the 
increase in the frequency of a behaviour if rewarded with a consequent decrease if punished. Applied in the experiment called Skinner’s Box, in 
which a mouse closed in a boy learns that at the pressure of a lever it will receive cheese, it also finds application in relation to the human being 
with the observation that in humans the frequency of responses improves if the reinforcement program undergone is explained. This principle 
is the basis of game feedback system and the imposition of rules as a clarification in relation to the winning conditions makes performance 
more efficient.  
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Gamification is built on two main building blocks:  dynamics and mechanics. In comparison with board games world, 
one can say that the dynamics are the rules listed in the rulebook, while the mechanics are the pieces of the board 
game like dice, game markers, etc., used for playing the game.  

Mechanics are generic elements and features available for the gamification approach, which may be used in every 
environment. Fundamental mechanics are: points, levels, badges, achievements, leader boards, challenges, virtual 
currency.4 

The psychologist Mihaly Csikszentmihalyi5  theorised the existence of a specific type of happiness called a low 
experience of Flow.  

 

 

 

 

 

Feelings: apathy, concern, anxiety, excitement, flow, 
control, boredom relax.  

 

Index: intense involvement, optimism, loss of sense 
of tine and high concentration. 

 

 

One of the leading Gamification experts is Yu-Hai Chou6 who, back in 2003, created Octalysis, the first Framework to 
outline the cardinal principles of Gamification. 

• Epic Meaning & Calling - Epic storytelling and higher end 
• Development & Accomplishment - Points, Badges, Leaderboards, Progress Bars, Bonuses, Challenges and 

Missions 
• Empowerment of Creativity & Feedback - Personalisation of Avatars, creative experimentation, external 

feedback 
• Ownership & Possession - Badges and Virtual Goods 
• Social Influence & Relatedness- Group Missions, Group Problem Solving, Relationality 
• Scarcity & Impatience - Time or Resource Scarcity, Time Missions, Limited Offers, Daily Challenges 

 
4 Tretola, Giancarlo & Sorice, Francesco & Gatta, Valerio. (2015). A Gamification approach to promote positive behaviours in Urban Logistics. 
https://www.researchgate.net/publication/282609851_A_Gamification_approach_to_promote_positive_behaviours_in_Urban_Logistics 
5 Roungas, Bill. (2016). A Model-driven Framework for Educational Game Design. International Journal of Serious Games. 3. 
10.17083/ijsg.v3i3.126. 
6 "Yu-kai Chou - Actionable gamification : beyond points, badges, and leaderboards 2015. ISBN 978-1-5117-4404-1. 
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• Unpredictability - Extractions, lotteries, prize competitions 
• Loss & Avoidance - Competition, Missions, Levels and any kind of dynamic that involves loss 

 

2. VIDEO 

A video demonstration is very interesting as a means of information transfer. Beyond its entertainment value, this 
modern content delivery method comes with demonstrable benefits. Especially when you consider that the human 
brain processes images 60,000 times faster than text, video and other image-based content is ideal for knowledge 
absorption. 

A video demonstration can be integrated as part of traditional courses, serves as a motivation tool in the many of 
blended courses, and can often be the main information delivery mechanism. Several meta-analyses have shown 
that technology can enhance learning, and multiple studies have shown that video, specifically, can be a highly 
effective educational tool. In order for video to serve as a productive part of a learning experience, however, it is 
important to consider three elements for video design and implementation7: 

 
 

One of the primary considerations when constructing educational materials, including video, 
is cognitive load. 

Non-cognitive elements that impact engagement (Use a conversational style; Speak relatively 
quickly and with enthusiasm; Make sure the material feels like it is for these students in this 
class; Match modality)   

Features that promote active learning (Use guiding questions; Use interactive features that 
give students control; Integrate questions into the video; Make video part of a larger 
homework assignment). 

 

Consider the case of TED Talks. Available online and on apps, this relatively new cultural and educational 
phenomenon has capitalised on the public's growing demand for video-based learning and puts control of what, 
when and where that learning happens squarely in the user's hands. 

A collection of recordings and educational presentations presented by television sets, displays, video, or computer, 
through which the trainee understands the idea and purpose of the training and is represented in front of him in 
practice. 

3. SOCIAL MEDIA 

Social media can impact and shape training, especially as the younger generations now joining the workforce grew 
up using it. 

 
7 https://cft.vanderbilt.edu/guides-sub-pages/effective-educational-videos/ 
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In order to meet millennials where they are, organisations actively seek ways to leverage social media to reinforce 
training, build a learning community, and encourage online discussions and collaboration. 

Social media promotes self-directed learning, which prepares learners to search for answers and make decisions 
independently. When reinforced in a classroom setting, these social media skills can be guided and refined to 
produce better learning outcomes and critical awareness. Incorporating social media into a more traditional learning 
environment can expand creative freedom of learners and encourage them to work harder and engage more. Of 
course, as the social media landscape changes, but with social media already impacting the way we learn and interact 
outside of the classroom, applications within the classroom will likely only increase. 

4. VIRTUAL REALITY 

The use of animation and multimedia for learning is now further 
extended by the provision of entire Virtual Reality Learning 
Environments. This highlights a shift in Web-based learning from 
conventional multimedia to a more immersive, interactive, 
intuitive and exciting virtual reality learning environment. Through 
the application of 3D models that initiates interaction, immersion 
and trigger the imagination of the learner.8 

3D Modeling encourages collaborative gaming experiences and 
corporate team building. Provide real-world, on-the-job practice 
environments where learners can virtually assemble equipment. 
Replicate dangerous workplace scenarios in order to give learners 
real-life experience without the repercussions of real-life 
mistakes. Consider the case of first-responder training. For 

firefighters or pilots, virtual reality provides a virtual, but realistic environment to prepare and train before going 
into a real-life high-risk field. Simulation training is most often provided through a computer or virtual reality device. 
Despite the initial costs for producing that software or technology, however, simulation training can be a necessary 
option for employees in riskier or high-stakes fields.  

This type of employee training is also highly-effective and reliable, allowing employees to progress consistently and 
at their own pace. 

Modern training delivery methods, such as gamification, video, social media, virtual reality and 3D modelling, can 
transform how businesses train employees by enhancing the learning experience and engagement for maximum 
content retention and, yes, even fun. 

5. COACHING OR MENTORING 

Coaching or mentoring can share similar qualities to hands-on training, but in this type of employee training, the 
focus is on the relationship between an employee and a more experienced professional, such as their supervisor, a 
coach, or an experienced employee. 

 
8 Hsiu-Mei Huang, Ulrich Rauch, Shu-Sheng Liaw, Investigating learners’ attitudes toward virtual reality learning environments: Based on a 
constructivist approach, Computers & Education, Volume 55, Issue 3, 2010 

VIRTUAL 
REALITY 
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The one-on-one mentoring style creates a relationship between employees that carries far beyond training. It also 
allows the employee to ask questions they may not feel comfortable asking in a classroom, instructor-led training. 
This training method can be done in person or virtually through online coaching sessions. 

For all its benefits, mentoring is costly in terms of employee hours and should be used appropriately to reduce those 
associated costs. Coaching can sometimes provide a more time-efficient alternative, but without the relationship 
building that's so valuable in mentoring. 

6. ROLE-PLAYING 

Similar to group discussions, role-playing specifically asks employees to work through one aspect of their jobs in a 
controlled scenario. They'll be asked to consider different points-of-view and think on their feet as they work through 
the role-playing activity. 

Like other group activities, role-playing is highly effective but may be unnecessary for simple, straightforward topics. 
It also requires more employee time, potentially taking time away from an entire department while they're going 
through the training.9 

7. STORY-TELLING 

Storytelling is an approach to teaching and learning that develops from the lived experiences of teachers, clinicians, 
and students. For centuries storytelling has been used a powerful communication vehicle. It is also useful in nursing 
education to enhance self-esteem, develop critical thinking, model behaviours, and to teach cultural sensitivity and 
communication skills.  

Storytelling is one of the best strategies of teaching because it serves many purposes at one time in a single 
classroom setting e.g. motivating interest of learning, controlling learners' behavioural problems, resistance and 
anxiety and building a strong relationship between learners and teachers (Melanie, 2004) with advancement of 
technology specially linkage of ICT with effective teaching and learning this strategy has become more effective in 
terms of functionality teachers can utilise this technique with ICT tools more effectively in their teaching. 

Digital storytelling are personalised multimedia bits which people can make for themselves, like desktop computers 
now attached with video editors to synchronise sounds with images (Daniel Meadows, Cardiff University, 2008). 
Gere (2002) defines storytelling as "the act of using language and gesture in colourful ways to create scenes in a 
sequence" The use of digital storytelling also reflects the educational or instructive knowledge of the teachers as 
well. (Krauskopf, Zahn, & Hesse, 2011) DST is also used as a source of entertainment and a motivation for students 
given by the teachers to sit through the class. (Hobbs, 2006) Storytelling is not only used as a tool for learning but it 
is also used for motivating and fully engaging the students in their respective courses. (Mello, 2001) DST is a 
technique of communicating ideas and experiences in order to add value to the learning of the students. This tool 
not only assists professors in teaching their courses but it also helps them in communicating values and behaviours 
of different cultures and societies so that their students can effectively compete in the world.10 

 
9 https://blogs.shu.ac.uk/shutel/2014/07/04/role-play-an-approach-to-teaching-and-learning/ 
10 Bulletin of Education and Research June 2015, Vol. 37, No. 1 pp. 1-26 Use of Digital Storytelling as a Teaching Tool at National University of 
Science and Technology Ayesha Nazuk* , Farah Khan** , Javeria Munir** , Sarita Anwar**, Syeda Masooma Raza** and Umaima Azhar 
Cheema** 
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It can be a personal story or an entertaining way to teach a concept in a visual multimedia manner. Apart from being 
entertaining, a good story has the capacity to attract and hold our attention as it teaches us important life lessons. 
Storytelling is particularly relevant in education today as it encourages the development of emotional intelligence, 
cultural awareness and a better understanding of others and social inclusion. Specifically, it is highly effective in 
creating a bond between the teller and listener, often an emotional bond. A well-delivered story will cut across age 
and cultural barriers will hold interest and will captivate its listeners. Thus, stories are remembered long after other 
orations have been forgotten. Storytelling is a simple teaching tool which costs very little (nothing at all when you 
can do it yourself) and is enjoyable, entertaining and fun. It is also the perfect tool to use in building trust with your 
charges. One thing that storytelling does better than any other teaching tool is that it creates that very important 
(and lasting) feeling of belonging for the listener.  

LEARNING PATHWAY 

We have access to virtually unlimited information. A sound instructional design takes all of this information that is 
whizzing by in all directions and creates structure around it. This structure focuses on concepts consistent with how 
people learn. Traditionally, this occurred through macro learning opportunities like classes, degrees, and classroom 
training programs. 

Advancements in technology have allowed two disruptive innovations to emerge: Microlearning and Personalised 
learning. These developments are of interest to learning leaders and L&D professionals who aim to equip their 
employees with the most relevant information while reducing the time, and ultimately money, that is spent on 
workforce development. At the same time, employees are looking for ways to engage in asynchronous instruction 
that is tailored to their current knowledge and builds towards complete mastery. 

Interactive courseware aids learners to access information and tools by which they can construct personalised 
transitions between the information to be accessed and their own cognitive structures. The process of navigation 
enables learners to experience the content of interactive courseware. Learning pathways also reveal the learning 
trails while learners traverse any interactive environment. Since learners have unique knowledge structures based 
upon their experiences and abilities, the ways that they choose to access, interact and interrelate messages in 
interactive courseware also vary. Studies on pathways help us to explore and explain human behaviours during 
learning processes" (Jih 1996). 

A key aspect of the role of the modern instructional designer is to shift the traditional "one size fits all" course 
approach to where all students consume the same content, in the same order, in a linear fashion, to an approach 
where content is organised in a flexible and personalised "Learning Paths". 

People like to see a path toward progression. This is true regardless of the circumstance. They could be progressing 
in their career but it is just as likely that they want to progress in a hobby or talent. In our current educational world, 
learning pathways help to accomplish this progression. According to Rughinis (2013), learning pathways provide both 
tails and conditionality for learners. In other words, they help learners to see where they have come from and where 
their learning path is expected to go. 

In the workforce, an ideal learning pathway focuses on the current needs of the learner, where they would like to 
go in their career, and what skills the company needs them to acquire now. Creating sound learning pathways 
requires that the eLearning designer give over some level of control to the learner. They must set goals and choose 
from a variety of options in order to accomplish their goals. 
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The phrase lifecycle of learning or learning lifecycle is as real as the lifecycle of a frog or a butterfly. It consists of 
three stages – pre-training, training, and post-training. In the literature, one can find different names for similar 
learning pathways; for example, in microlearning, authors discuss Readiness, Discovery and Reinforcement. 

Learning Path Main Characteristics: 

1. Roadmaps are flexible because each employee engaging in professional development can choose their own 
path. 

2. They are multidisciplinary because our jobs are multidisciplinary and people need to be able to show 
competency in more than one area. 

3. They are holistic and complete; therefore, learners spend more time completing a path than a separate 
module. 

4. Finally, they are increasingly complex and personalised in order to bring the learner along from beginner to 
expert. 

DESCRIPTION OF THREE LEARNING PATH 

MICROLEARNING  

While there's no official microlearning definition, all microlearning-based training shares one key characteristic: 
brevity. This could either be small learning units or short-term learning activities. 

Microtraining delivers short bursts of content for learners to study at their convenience. Content can take many 
forms, from text to full-blown interactive multimedia, but should always be short. 

By using microelements in your curriculum, learners are able to choose what is most relevant to their job and 
experience level – ultimately creating a personalised experience. 

Here are some microlearning content examples: 

• Text (phrases, short paragraphs) 
• Images (photos, illustrations) 
• Videos (of the short variety) 
• Audio (short snippets of speech or music) 
• Tests and Quizzes 
• Games (e.g. simple single-screen challenges) 

 

There are three 
elements that define 
microlearning.  

 

1. 

Microlearning is 
targeted to a specific 

performance 
objective 

2. 

Microlearning 
includes a focused 

learning activity 

3. 

Microlearning is 
usually part of a 
larger strategy 
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With rare exceptions, these three criteria we should use in the creation of training with a big impact. 

Perhaps the characteristic most commonly thought to be essential to microlearning – brevity – is a result of the first 
two elements.  When you ensure that a module is strategically designed to focus the activity on achieving a specific 
objective, you will create something shorter than traditional training. 

While microlearning is great for flexibility and agility, being able to create great, targeted content can take just as 
much or more development time than longer, but broader training. 

As your learners progress through the learning lifecycle – from readiness to discovery to reinforcement – 
microlearning can play a helpful role in any or all of these stages. You can use an asset like a video or game to engage 
learners before the training ever begins. Microlearning can be helpful when you're explaining the purpose of 
training, motivating employees to get involved, providing helpful assets that will be useful in the larger curriculum, 
or all of the above. 

Once learners have moved into the discovery phase, your courses can help them focus on specific behaviors that 
need to change or information they need to know. Using these assets alone or with traditional training helps you 
impact and track change better. Finally, microlearning is most commonly associated with reinforcement, and for a 
good reason. By increasing the frequency of short training reinforcements, your learners will retain information and 
good habits much longer. 

READINESS 

One of the biggest challenges for any training is getting your learners to buy into the "why." We cannot dictate 
training necessity to learners; they must be motivated to seek new knowledge and commit to learning and using it. 
This involves recognising needs and establishing baseline performance from which to improve and objective 
knowledge goals to aim for. Having a clear knowledge goal will help learners understand what they'll get out of 
training. 

Microlearning can engage learners before training even begins. It's not just about telling employees what they will 
be learning in training; it's also about motivating them so they want to take the training. This pre-training 
engagement can be done through videos, diagnostic quizzes, infographics and other micro-content that primes 
learners. 

DISCOVERY 

Once your learners are ready to start training, you cannot simply do a didactic dump of information into their heads. 
Their training must be self-motivated and applicable to their work, should provide them with the opportunity to 
assess and practice their new skills, and should be based in an organic environment of giving and receiving feedback. 

READINESS 
Motivational video 
Diagnostic quizzes 
Infographics 
Flipped pre-work 

DISCOVERY 
Gamification 
Decision-making scenarios 
Video interviews 
How-to demos 

REINFORCEMENT 
Job aids 
Goal wizards 
Reference tools 
Performance  
dashboards 
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In the learner's mind, they should be able to immediately connect what they've learned today to how they'll use it 
tomorrow. And allowing them to discover and maximise on new skills helps make that happen. 

In discovery, microlearning provides short content that focuses on one performance objective. This creates targeted 
behaviour change where it's needed.  

REINFORCEMENT 

You owe it to your learners to help these new skills stick. A lot of training tends to exist in a vacuum with little or no 
follow-up strategy, which is where the "why" factor is frequently lost on the learner. Learners with opportunities to 
transfer new skills to their job will have the answer to "why".  

Trainers can use microlearning to personalise and review learning, provide reference tools, or develop performance 
dashboards. Without reinforcement, information can be quickly forgotten, but learners do not want to repeat a 
longer course only to get the specific information they need. That's where microlearning comes in. These simple 
microlearning tools made the overall curriculum far more elective.  

DEVELOPING A MICROLEARNING STRATEGY 

Use these four steps to guide your development of a microlearning strategy. 

 

PROS OF MICROLEARNING? 

1. It's Faster To Deliver 

2. It's More Affordable 

3. It's Flexible 
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4. Learners Find It More Engaging 

5. It Boosts Knowledge Retention 

6. It Gives Learners More Freedom 

CONS OF MICROLEARNING 

We can't simply call microlearning better or worse than conventional eLearning. It all depends on the subject matter. 
But in general: 

1. It's Not Ideal For Complex Concepts 

2. It's Not Suited For In-Depth Training 

If you have a subject that requires in-depth study, microlearning might not be the best approach to take. For 
example, you can use it to learn conversational German, but not to study German literature. Still, in many cases, and 
especially in business training, a short self-contained course is exactly what's needed. 

ELEARNING 

E-learning can be defined as the use of computer and Internet technologies to deliver a broad array of solutions to 
enable learning and improve performance. E-learning is among the most important explosion propelled by the 
internet transformation. This allows users to fruitfully gather knowledge and education both by synchronous and 
asynchronous methodologies to effectively face the need to rapidly acquire up to date know-how within productive 
environments. 

Learners from companies share some characteristics that are different from those of full-time students, which 
influence the design of learning programmes. In particular: 

• need to know the benefits of learning (why they have to learn something); 
• like to learn experientially; 
• approach learning as problem-solving; 
• learn better where they can see the immediate value and application of content; and 
• prefer to study at a time, place and pace convenient for them. 

Developing e-learning is more expensive than preparing classroom materials and training the trainers, especially if 
multimedia or highly interactive methods are used. However, delivery costs for e-learning (including costs of web 
servers and technical support) are considerably lower than those for classroom facilities, instructor time, 
participants' travel and job time lost to attend classroom sessions. 

Moreover, e-learning reaches a wider target audience by engaging learners who have difficulty attending 
conventional classroom training because they are: 

• geographically dispersed with limited time and/or resources to travel; 
• busy with work or family commitments which do not allow them to attend courses on specific dates with a 

fixed schedule; 
• located in conflict and post-conflict areas and restricted in their mobility because of security reasons; 
• limited from participating in classroom sessions because of cultural or religious beliefs; 
• facing difficulties with real-time communication (e.g. foreign language learners or very shy learners). 
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E-learning can offer effective instructional methods, such as practising with associated feedback, combining 
collaboration activities with self-paced study, personalising learning paths based on learners' needs and using 
simulation and games. 

Further, all learners receive the same quality of instruction because there is no dependence on a specific instructor. 

A training program may aim at developing different types of skills: 

1. cognitive skills, which can involve knowledge and comprehension (e.g. understanding scientific concepts ), 
following instructions (procedural skills), as well as applying methods in new situations to solve problems 
(thinking or mental skills); 

2. interpersonal skills (e.g. skills involved in active listening, presenting, negotiating, etc.); as well as 
3. psychomotor skills, involving the acquisition of physical perceptions and movements (e.g. doing sports or 

driving a car). 

Since e-learning is not ideal for all purposes, it is unlikely that it will replace classroom training completely in an 
organisation. The most cost-effective application of e-learning may be to complement conventional training in order 
to reach as many learners as possible. 

There are two general approaches to e-learning: self-paced and facilitated/instructor-led. 

Self-paced learners are alone and completely independent, while facilitated and instructor-led e-learning courses 
provide different levels of support from tutors and instructors and collaboration among learners. 

As we have seen, e-learning approaches can combine different types of e-learning components, including: 

(a) e-learning content; E-learning content can 
include: simple learning resources; interactive e-
lessons; electronic simulations; and job aids. 

(b) e-tutoring, e-coaching, e-mentoring; E- 
tutoring, e-coaching and e-mentoring provide 
individual support and feedback to learners 
through online tools and facilitation techniques. 

(c) collaborative learning; Collaborative activities 
range from discussions and knowledge-sharing to 
working together on a common project. Social 
software, such as chats, discussion forums and 
blogs, are used for online collaboration among 
learners. and 

(d) virtual classroom. A virtual classroom is an 
instructional method most similar to traditional 
classroom training, as it is led completely by an 
instructor. 

E-LEARNING 
COMPONENTS 

e-learning 
content 

e-tutoring 
e-coaching 
e-mentoring 

virtual 
classroom 

collaborative 
learning 

a. 

b. 

c. 

d. 
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E-learning activities can be synchronous or asynchronous. Synchronous events take place in real-time. Synchronous 
communication between two people requires them to both be present at a given time. Examples of synchronous 
activities are chat conversations and audio/video conferencing. 

Asynchronous events are time-independent. A self-paced course is an example of asynchronous e-learning because 
online learning takes place at any time. E-mail or discussion forums are examples of asynchronous communication 
tools. 

The quality of an e-learning course is enhanced by: 

  

LEARNER-CENTRED  
CONTENT 

 

GRANULARITY 

ENGAGING CONTENT 

INTERACTIVITY 

PERSONALISATION 

E-learning curricula should be relevant and specific to learners' needs, 
roles and responsibilities in professional life. Skills, knowledge and 
information should be provided to this end. 

 

E-learning content should be segmented to facilitate the assimilation of 
new knowledge and to allow flexible scheduling of time for learning. 

Instructional methods and techniques should be used creatively to 
develop an engaging and motivating learning experience. 

 

Frequent learner interaction is needed to sustain attention and promote 
learning. 

 

Self-paced courses should be customisable to reflect learners' interests 
and needs; in instructor‑led courses, tutors and facilitators should be 
able to follow the learners' progress and performance individually. 
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BLENDED LEARNING 

Blended learning combines different training media (e.g. technologies, activities and events) to create an optimum 
training programme for a specific audience. The term "blended" means that traditional instructor‑led training is 
being supplemented with electronic formats.11 

1. Programme flow model: Learning activities are organised in a linear, sequential order and learners 
have deadlines to accomplish the various assignments; this is similar to traditional training, but 
some of the activities are conducted online. 

2. Core-and-spoke model: A major course (e-learning or F2F) is provided and a set of supplemental 
materials are available to reinforce the main course; these materials are optional and not 
scheduled. 

To optimise the efforts to design and produce e-learning courses, the materials designed for e-learning can be 
adapted and reused by trainers in classroom sessions and training workshops. Media elements, such as illustrations 
and diagrams, as well as textual content, can be reused to create presentations for trainers and materials for 
learners. 

An example of blending learning:      

Good design and planning, while crucial for every type of training programme, are even more important for e-
learning projects. In traditional training, the most significant effort is in the delivery of training sessions, while in e-
learning, it is in the design and development of structured materials which must be self‑contained and able to be 
used multiple times without making ongoing adjustments. 

TRADITIONAL LEARNING 

Traditional learning takes place in a classroom setting. There is a trainer who moderates and regulates the flow of 
information and knowledge. Then, the trainer expects the employees to deepen their knowledge through written 
exercises at home. Nowadays, technology is incorporated in the classroom more and more. However, in face-to-face 
instruction scenarios, the primary source of information is still the trainer. 

Classroom learning helps students and teachers know each other in a better manner. This allows teachers to know 
the students and evaluate their strengths and weaknesses better, act as mentors, and guide students in their career 
possibilities. 

 
11 Bersin J. (2004). The Blended Learning Book. San Francisco: Pfeiffer. 
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In a traditional classroom, students can directly share their views and clarify their own queries with the teacher, thus 
getting their questions answered right away. It focuses primarily on classroom education which is very much 
restricted to a predetermined time limit and a specific location where the students are needed to be present and 
attend the lecture. They are required to join in on the group discussions and give their input and also participate in 
all the group activities. It makes them more social and proactive and also when everything is supervised by a teacher, 
the whole learning process is in a controlled environment. 

To summarise, traditional learning is: 

1. Typical face-to-face learning interactions that occur in a physical location.  
2. Occurs in situations where students learn primarily from the instructor (the "sage-on-the-stage") and/or 

from resources such as books, journals, and audio and video tapes.  
3. This refers to lecture-based learning where teachers provide instruction to students.  
4. A teacher-directed learning in a setting where course implementation takes place with face-to-face 

interaction. 

COMPARISON BETWEEN TRADITIONAL LEARNING AND E-LEARNING 

The simplest way to see the advantages and disadvantages of online learning and traditional learning is to compare 
both approaches:  

Online learning Traditional learning 
It happens online It happens offline 
Anytime, anyplace Forced in a schedule and place - closed system, 
Flexible pace Imposed pace 
Alone Together with your colleagues 
Supports an independent learning style Learning from and with each other 
The primary source of information is online content The primary source of information is the trainer 
Limited interaction Extensive interaction between trainers and colleagues 

ONLINE 
LEARNING 

TRADITIONAL 
LEARNING 
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TRAINING PROGRAM PROPOSED FOR TRANSIT  

The participants will learn in-depth about the technological and business opportunities of using big data analytics 
and artificial intelligence, Industry 4.0, digital security, developing new business models, open innovation, and 
communication and people-oriented development. 

During the preparation of the educational material, changes have taken place in the last 2 years that fundamentally 
affected educational opportunities. The pandemic caused by COVID has put the use of the online environment at 
the forefront.  

The methodology of teaching in an online environment differs in many ways from traditional teaching methods. 

In order for the educational material developed in the project to work in both environments (online-offline), we 
gathered the most important methodological knowledge about the techniques to be applied in the online world. 

ONLINE COURSES AND TRAINING SESSIONS 

Online courses or virtual training sessions benefit from the use of facilitation techniques and can help you add value 
to your offering in the online course marketplace. It's a crowded market, so delivering carefully designed and well-
facilitated sessions can really help you stand out! 

Running courses or training for your remote team likely includes lots of asynchronous learning and use of 
collaboration tools. Some online courses can be delivered entirely on demand, with pre-recorded materials and 
training software. You know what is right for your audience and the training being delivered, but there is always 
value to unpacking concepts with a team in real-time or delivering follow-up sessions face-to-face. 

It's important that the live components of any training sessions you conduct are well facilitated and well designed – 
with a limited amount of face-to-face time, every opportunity to connect counts and can be the difference between 
a successful or unsuccessful training course.  

WHAT ARE THE CHALLENGES OF RUNNING A VIRTUAL WORKSHOP?  

Working remotely on any project or task comes with its own challenges. Virtual teams all have a set of best practices 
they employ to make their working days more effective, whether that includes the use of collaborative tools or well-
developed working processes. 

Workshops are, by design, highly collaboratively and require the deployment of varied techniques and processes to 
make them effective. But how do these function in an online or remote space? Let's have a look at the challenges of 
running remote meetings or virtual workshops and trainings you should consider when planning and delivering your 
online workshop.  

TECHNICAL ISSUES 

The reality of remote working and running an online workshop or virtual meeting is that sometimes, people will have 
connection issues or technical problems. Poor audio or video equipment, internet quality or loud workspaces can all 
contribute to lowering the quality of your digital workshop. 

This is a challenge that cannot ever be 100% mitigated, though you can take steps to prevent or limit the impact of 
technical issues on your remote workshop. Give people clear advice on what they need for the meeting and plenty 
of notice so they can work from somewhere with good internet and have their equipment in order. 
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If you plan to run regular online meetings with your colleagues, advocate at your company to help provide the proper 
equipment for all remote colleagues. Improving audio quality and limiting external noise can help ensure the 
meeting continues without a hitch. 

It's also worth communicating any additional needs – software, meeting links or requirements – clearly and well in 
advance of the workshop or meeting. If people need to learn a tool to contribute to the meeting or create a log-in 
to a new video conferencing app, make sure this is done ahead of the workshop. Fifteen minutes spent at the start 
of a workshop to help everyone get connected and ruin your schedule or kill the momentum of your workshop.  

LACK OF SHARED VISUAL SPACE 

Using whiteboards and flipcharts to illustrate key concepts and conclusions, using tons of post-it notes and helping 
a group create their own resources or prototypes on paper are all essential tools in live workshops. These 
resources are often kept up for the duration of the session, to be referred to again in later exercises or to be 
reflected upon. 

The only limits on creating and displaying these in a live setting is wall space or resources – being able to walk 
around and move between grouped content is a massive bonus to the live meeting setting. In an online setting, 
remote facilitators need to be much more conscious of how to utilise the available space and the number of 
artefacts or printouts they choose to supply. Asking a remote participant to watch a shared screen, consult a 
document and contribute to a shared whiteboard is unlikely to be productive. 

There are many online tools you can use to create shared visual spaces for your online workshop or remote 
meeting, but bear in mind the effects of visual overload or the distractions using all these tools can bring.  

CONVERSATION FLOW IS SLOWER 

In even the most well-constructed online meeting or remote workshop, cross-talking or conversation flow can be a 
challenge. 

Online chats lack the nonverbal cues we all give off and receive in real life that allow us to more accurately know 
when/how to reply on an ongoing conversation. Furthermore, technical issues, large groups or sound quality can 
also slow down the communication process inside a workshop.  

This challenge is surmountable in remote workshops and online meetings. Restricting conversation during some 
segments, allowing everyone the chance to speak for limited periods or having people ask questions in text chat 
before the facilitator then selects which to address can be effective. 

The size of the group, format of the workshop and the technical stability of everyone involved can really dictate 
which approach is the best when it comes to solving this issue. 

At the design stage, try including methods which require less live chat and more individual brainstorming and 
small-group work, or use practical activities such as dot-voting to effectively timebox and minimise unrelated 
discussions. 

ENGAGEMENT 

Successful workshops live or die on the level of participant engagement. This is where a facilitator shines – 
designing engaging processes and delivering workshops using techniques that help engage everyone in the room. 
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In virtual meetings or remote workshops, engagement can be a challenge. If your workshop is haphazardly put 
together and features several hours of presentations without any activities or a well-designed process, people will 
quickly become bored or distracted. 

Remote participants could be distracted by what's going on in their other screen or by their physical environment, 
so it is important to agree on ground rules to keep participants focused, just like in a live meeting scenario. 

The key to achieving engagement in a remote workshop is to design a process that is interactive, varied and 
tailored to your teams. Use tasks and techniques that exercise both creative and critical approaches, just as you 
would in a live workshop setting.  

BREAKOUT GROUPS OR SMALL GROUP DISCUSSIONS 

A winning mindset for designing and running a remote training is to recreate the live workshop experience as 
much as possible.  

All of these opportunities to communicate in groups of varying sizes is conducive to a successful workshop, 
particularly if it is lengthy and the group will benefit from variation. This is challenging to achieve in a remote 
workshop setting, though should be considered early in the workshop design process.  

 

Remember that remote workshops do not allow for the same level of non-verbal communication as live meetings: 
reading body language, for example, is difficult to impossible to achieve online. Informal chats during break time or 
the ability to break off into smaller groups is also difficult to implement well. 

The challenge here is how to create space in the agenda for those kinds of breakout sessions or small group 
discussions and how to implement them in practice. 

 

Zoom, for example, supports breakout sessions, or an alternative would be to hold multiple small meeting rooms 
on your video conferencing software. This can be cumbersome and there is the obvious issue of teams 
transitioning into small groups and then reconvening.  

IDENTIFY THE GOALS AND OUTCOMES WITH THE CONSTRAINTS AND BENEFITS OF REMOTE IN MIND  

Every workshop should have some goals and outcomes in mind – these should be discussed and ideated upon with 
the challenges and benefits of remote collaboration in mind. An alignment meeting has different goals to a 
problem-solving workshop or design sprint, and while all these are achievable in a remote setting, achieving the 
desired outcomes may require different approaches or need to be adjusted.  

CHOOSE APPROPRIATE EXERCISES  

The facilitation process often asks for the inclusion of several exercises or activities in order to lead teams through 
a process effectively and to get them thinking in innovative or creative ways. Exercises, games and methods are 
awesome though remember that what works in a live workshop may not work online. Large group games that 
require everyone to be in the same room and move around are obviously not applicable to a remote workshop, 
but some exercises are not so clear cut. 



 

  

 

   35 

Exercises that require large group discussions can be unwieldy in an online setting and breakout sessions can be 
difficult to facilitate and move between as a facilitator. Solo work with short presentations and group feedback can 
be very effective. Though finding the right exercises for remote workshops can be tricky, they can still be vital for a 
successful workshop – they just need to be carefully chosen and adjusted for remote teams. 

Remember that tasks often take longer in an online workshop so plan accordingly. Delivering instructions can also 
be more difficult – try using remote activities and exercises that are simple in nature and easy to explain. If your 
exercise requires drawing or the use of pens and paper, be sure to communicate this ahead of the workshop.  

CREATE A REMOTE-FRIENDLY SCHEDULE 

Online meetings are often tiring, sitting in front of a computer screen for hours at a time without a break can kill 
any enthusiasm for a workshop. Design a schedule with plenty of breaks and a mix of tasks that keep people fresh. 

Try to include opportunities to step away from the computer and move around. Really consider what is most vital 
in your remote workshop agenda and keep it lean. In the opinions of many facilitators, online workshops should be 
shorter than live workshops by design, and as such, you may want to run a sequence of workshops or remote 
meetings in order to achieve your goals without mentally exhausting your participants.  

 

CAREFULLY CONSIDER THE TECHNOLOGICAL ASPECTS 

Technical issues are likely to arise and though you shouldn't allow your session to be dictated by these, it's worth 
planning ahead for the occurrence of such issues. 

Send the technical requirements of the workshop or meeting to your participants well in advance. Send reminders 
on the day of the meeting though still design your agenda with a few minutes overspill for late arrivals. Have back-
ups for technically demanding exercises or find easier to implement alternatives. 

If you're doing a hybrid meeting and have many live groups in separate locations, consider having someone help 
you with the technical aspects so you can focus on facilitating. Check all of your equipment and software ahead of 
the workshop. Nothing more embarrassing than having your wireless mic run out of charge or needing to update 
your software mid-meeting. By factoring in the technical aspects into the design and planning stage, you can 
ensure you get this right and don't run into issues later. 

KEEP IT SIMPLE 

Most of what you would do in a traditional workshop becomes a little more difficult in a remote setting. Whether 
it's facilitating a group discussion, engaging in exercises, games or ice breakers, or explaining a new product or 
tool.  
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TIPS FOR RUNNING A VIRTUAL WORKSHOP  

TAKE REGULAR BREAKS 

Staring at a screen often takes more mental energy that a face-to-face meeting. When working online, it can also 
be easy to lose track of time and go for a long time without stepping away from the screen. Design your agenda to 

feature breaks and do not be tempted to remove them. 
Giving your team a moment to recharge can help ensure 
the efficacy of the workshop. In-person workshops often 
have breaks every two to three hours. In a remote 
workshop, you may want to have breaks more frequently. 
Also, make it clear that its okay to take a comfort break if 
necessary! 

It's worth noting that using online energiser activities and a 
mix of group discussion and solo-work activities can also 
ease the fatigue that can set in during an online session. 

Encourage your participants to step away from the 
computer during a break. Go outside, meditate or grab a 
snack – whatever it is, giving the brain a moment to rest is 
imperative for successful workshops and keeping everyone 
at the top of their game.  

GET EVERYONE ON WEBCAM 

Effective communication is not just about words – body language, facial cues, and vocal reassurance all factor into 
making productive discussions.   

Getting everyone on webcam so that you can all see each other is a great way to increase engagement in a remote 
workshop and help people feel connected. 

Remember that in order to facilitate this, you will want to let the participants know this is expected of them and to 
prepare accordingly so they can feel comfortable doing so. 

What this doesn't mean is reprimanding people working from home for their kids or pets walking in, but advising 
them to take steps to help the workshop be productive. 

Any working situation holds the possibility for curveballs to occur and in extraordinary circumstances or new 
working arrangements, it's also important to be considerate and empathetic. 

BE KIND  

On that note, it's worth mentioning that online workshops and remote working is new to many people. Working in 
traditional settings has its own ruleset and etiquette and making the transition to working from home and dialing 
into online meetings can be difficult to adjust. 

ONLINE 
WORKSHOP 
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Be kind, be considerate and be patient. It takes time to get your head around remote meetings and what online 
workshops entail. By giving people all the tools, they need and outlining your expectations, you're making a great 
start but remember to be empathetic. 

Lead by example, acknowledge the difficulty or strangeness and move forward together. Once you and your 
organisation have it down, remote working and online meetings can be effective for everyone – in the upskill and 
teething period, try and be kind and compassionate. 

ONE DEVICE PER PERSON WHERE POSSIBLE 

As much as possible, ensure that every participant has their own device. This means that they can contribute to the 
chat channel and ask questions, see necessary slides or material clearly and can mute themselves when necessary. 

One device also means you can more clearly manage individual recipients and their visual profile when speaking will 
be more focused. If the design of your workshop requires individual work, this may be a necessity. 

MANAGE THE AUDIO  

Most online meeting tools allow the administrator to control the audio of individual recipients. While it's worth 
asking your participants to self-regulate, to mute their mics when not speaking, to be respectful and limit cross-
talking, it's also a good idea to have the tools to mute all and control the audio of the room. 

Good facilitation is all about managing the group through a process and facilitating effective communication – being 
able to do so quickly and efficiently can help ensure the workshop is a success. 

INCLUDE PARTICIPANTS IN LARGER DISCUSSIONS WHERE APPROPRIATE 

Workshops are collaborative processes and should be designed with the engagement and inclusion of all your 
participants in mind. It is almost a given that throughout the remote workshop, your participants will speak up and 
share things with the group, but think about how you would like them to do that. 

Everyone talking at once is not an effective strategy so think about using text chat to filter questions and have a 
moderator pass the most prescient over for the group to discuss. When having live group discussions where 
everyone speaks, timebox the time they have to share and ensure you follow a structure.  

ENSURE CLARITY AT EVERY STAGE 

Exercises and activities are part of the bread and butter of many workshops and group processes. Including a mix of 
different activities when facilitating remotely can also help keep an online group engaged and energised. 

WATCH YOUR TIMING AND CONSIDER THE USE OF TIMEBOXING 

Staying on time in a meeting is always a consideration, though discussions and activities often take longer in an 
online setting. Without due consideration of structure and facilitation style, there is the potential for unstructured 
conversations to go on and distract the whole group from moving forward. 

Timebox your activities and open discussions to keep everyone on track and focused. Set ground rules about live 
discussions that means everyone can stay focused. Use text chat channels or methods such as one breath feedback 
to find the balance between letting everyone speak and keeping your workshop moving forward.  
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USE POLLS AND ANONYMOUS VOTING 

Using polls with your participants can be an effective way of getting the feedback you need quickly and efficiently. 
Remote facilitation often requires that you simplify and redesign parts of your in-person process to be more efficient 
in a live setting. 

Some aspects of the online workshop will be exactly the same as the one you run in the flesh, whereas others simply 
take too long or require rethinking to be effective in an online setting. 

The key here is to facilitate contributions and collaborations from your team without getting bogged down. Use 
online tools such as online polling to make the process more efficient and consider allowing anonymous voting if 
you're having trouble getting people to speak up.  

CONTENT OF THE TRANSIT TRAINING PROGRAM  

The program is supported by multimedia and digital education and consist of three major Modules as: 

1. Module 1: Innovation thinking 
2. Module 2: Motivation 
3. Module 3: Technical collaboration 

To the learners are given a variety of approaches, here are listed some of them: 

1. Short, 10-15 minutes learning units – suggested for daily use (called "Microlearning") 
2. 1-2 hrs learning units  - suggested for weekly use (called e-learning) 
3. Traditional training completed with an online training platform in "blended" learning (traditional learning) 

Depending of the learner's time, availability, style of learning, generation etc., basically of everything that has been 
described till now, the learner chooses his/her own path.  

Consortium developed in the TransIT project a new training solution that enables the individual setting and choice 
of learning rhythm, providing a user-friendly learning surface where individuals can adapt the training to their 
possibilities, habits and needs.  

Building on the practical approach of the guide book, the platform has been organised in three different learning 
pathways: Microlearning, E-learning and Traditional learning.  

In the next Chapter the use of TransIT platform is presented. 

MODULE 1 
Innovation thinking 

MODULE 2 
Motivation 

MODULE 3 
Technical 

collaboration 
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TRANSIT PLATFORM 

 

PREREQUISITES 

 

New accounts must be registered first, 
in order to access the platform. Click 
on Register at the top left corner on 
the screen next to Language. Provide 
an e-mail address and a password, and 
accept the GDPR, by ticking the 
appropriate box. 

By clicking on Guide, you will be 
redirected to this official TransIT 
educational platform guide, to assist 
you with platform navigation.  

A forgotten password can be recovered by clicking on the 
Forgot your password? text in the log-in area.  

Click on Log In once you have registered, and with your provided 
credentials, enter the platform. 

The following information is not mandatory; however, 
you may provide them during registration: 

 Name 
 Date of birth 
 Sex 
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NAVIGATION 

Upon entering the platform, you may select from the three learning pathways from the middle of the screen, or 
view the archives, by clicking on the purple The Archives icon in the top right corner of the screen. 

Log out by clicking on the appropriate button, in the top left corner. 

MICROLEARNING 

This pathway offers a series of short animations to help convey the knowledge of the TransIT learning materials. The 
animations are short, (1-2 minutes) straightforward, and showcase the essence of each chapter. Each animation is 
contained within an ORB, a digital capsule appearing on the right of the screen. The main topic of each animation 
contained within an ORB is visible below the capsules. By clicking on them, a start menu appears, containing even 
more information prior to the start of the animation. 



 

  

 

   41 

Click on Start to commence the video. Click on Exit any time you wish to return to the previous menu.  

 	

This is the menu of an ORB cracked open.  
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E-LEARNING 

This path is a modular approach, in which the learners select from the three main topics (Innovation thinking, 
Motivation, Technical collaboration) and discover their contents through a series of lessons. The pathway comes 
with a set of self-assessment tools as well, to provide the necessary feedback on module completion for the learners.  

 
 

 

 

Click on any chapter title in the drop-down menu appearing on the left of the screen, which then opens other 
subtopics to explore.  

Click on Exit any time you wish to return to the pathway selection menu.  

  

Note that the self-assessment questionnaires are available 
any time. However, it is advised to study the chapters 
before attempting to fill the questionnaires, as they will 
become considerably easier that way. 
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INDIVIDUAL LEARNING 

Those favouring complete authority over the learning process, the individual path places the entire TransIt training 
materials into their custody, without much hand-holding. This pathway contains access to the entirety of the three 
main chapters, self-assessment tools, and supporting materials for the complete learning experience.  

The subsequent menus will look somewhat identical. Click on one of the three pictures to access the corresponding 
chapter. The menu afterwards will contain three action buttons. These are described below. 
  

I. II. III. 
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The first action button grants access to the selected chapter, which appears in PDF format after clicking on the icon. 
Respectively, the self-assessment tools and the supporting materials can be accessed in a similar fashion. 

Click on Exit any time you wish to return to the pathway selection menu. Click on Return to return to the SELECT A 
CHAPTER menu. 
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THE ARCHIVES 

Upon entering the platform for the first time, an episode of the overarching storyline of the TransIt universe greets 
the visitors. This particular story is only the beginning, as several chapters are scattered across the platform, waiting 
to be uncovered. Each accumulated story will be placed in a purple folder, and stored in The Archives. 

Click on The Archives action button appearing on the top right of the SELECT A CHAPTER screen to navigate to the 
archives. 
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A pop-up message will alert the user whenever a new piece of lore had been discovered. Navigate over to The 
Archives in order to observe the unlocked chapter. 

CONCLUSION 

In the framework of this project we prepared interesting material which can be achieved through an innovative and 
user-friendly platform.  

The platform has been optimised to offer 3 different learning pathways:  

1. Microlearning 
2. E-learning 
3. Traditional learning 

The platform and material could be used in different ways, each one of teacher or independent learners can choose 
in which way and which pathway will use to learn something new, here are some suggested pedagogical 
methodologies:  

Daily time structure (15 min) – online individual study 

• Microlearning (e.g.. Video, Infographic),  
• Gamification 
• Photo language 
• Mindfulness practice 

Weekly time structure (2 hrs) – online individual study 

• Scenario based learning  
• Gamification 

Monthly time structure (1 day) – blended learning 

• Scenario based learning 
• Technology assisted learning 
• Game based learning 
• Problem based learning  
• Good practices 
• Pedagogical, psychological hints  

The training materials has been prepared for the online training platform within the horizontal methodological 
approach of the above pedagogical approaches.  
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