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I. INTRODUCTION 

XXI century is characterized by many technological changes in all fields of society, and the business 

organizations, are key players of these changes, for their dependence to this changing environment and 

for the need to adapt to change in order to survive. In 60 seconds (Lewis, 2020) , on the internet, 

interactions occur through new entertainment, communication and consumption channels that a few 

years ago did not exist. This generates an idea of how a company has to transform digitally to adapt to 

the new behaviour and habits. 

 

 

Note: This is what happens in an internet Minute in 2020.  (Lewis, 2020) 

For this adaptation, the companies use different tools, being one of them the technology, that 

introduce in their organizations different implementation speeds, depending on some factors like its 

nature, features, needs and the business goals. 

Even though we cannot forget the key to organizations operation: The people who belong to them. 

They are who give life and meaning to these corporative systems to generate value in their 

environments. They are the main players with transformation needs and with adaptation behaviours. 

They are who bring and experiment the technological changes in different ways, according to certain 

internal and external factors.  
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These factors are diverse and among them we can mention personality, attitude, the environment 

where they coexist, the mind-sets, the experiences lived and the experience perception’s, the values, 

the expectations, the needs, and the emotions, among many other things.  

Therefore, if the organization needs to be transformed and to make changes in their way of being and 

doing, it is the organization itself that must facilitate meaningful learnings to its. Considering both 

internal and external factors of the employees, creating a culture of efficient change, and specifically a 

digital culture between the members of its staff.  

However, designing an effective and motivating learning methodology, that considers such diverse 

factors of people it is not an easy task, and it is necessary to know the learners personal and professional 

profile and their way of learning. After clarifying these two points, it is achieved the necessary key points 

to design a motivating and useful practice to acquire digital competence between the company staff 

members: “The peer learning”. 

 

LEARNER PROFILE 
 

Each employee is different from the others due to many variables that define the human being, such 

as their behaviours, attitudes, needs, motivations, values, experience, and knowledge. As a result, we 

have a heterogeneous staff of employees that we would like to know more in depth, we would like to 

have more information about them to adapt training practices.  But, how to do it? 

There are some researches, with a generational approach, that is, an age approach, that shed light on 

the personal and professional characteristics of employees. By grouping together people of the same 

generation, common behaviours are found. In this way, they also differentiate them from other 

generational groups. Depending on who conducts the research, the generation grouping dates may be 

different, and in some researches, up to 5 different generations are shown. 
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According to Wings4success project1, we can see 5 generations with different characteristics between 

them: 

 

                                                           
1 http://www.wings4success.eu/ 

 
 

STRENGHTS 
COMMUNICATION 
AND LEADERSHIP 

LEARNING 
CHARACTERISTICS 

TRADICIONALISTS 
(1925 ς 1945)* 

Experience, social 
skills, high level of 
work ethics. 

Personal 
communication; 
hierarchy-based 
leadership; participatory 
leadership, making the 
meaning of the activity 
clear. 

Traditional; skills-based 
training; low orientation 
to learning objectives 

BABY BOOMERS 
(1946 ς 1964)* 

Assertiveness, 
social skills, good 
at teamwork. 

Consensus-oriented 
leadership, 
demonstration of 
development 
opportunities to prevent 
demotivation. 

Low orientation to 
learning objectives; skills 
enhancement through 
off-the-job training; 
traditional educational 
interventions. 

 GENERATION X 
 (1965 ς 1980)* 

Achievement-
oriented, 
flexibility, 
resistance to 
stress. 

Clarity in objectives and 
leadership; 
communication through 
new media. 

High orientation to 
learning objectives in 
context; lifelong training 
(ongoing). 
 

GENERATION Y 
OR MILLENIAL 
(1981 ς 2000)* 

Innovation 
capacity, 
flexibility, 
multitasking. 

Communication through 
new media; strong and 
visionary leadership due 
to not so long work 
experience. 

Collaborative; visual; not 
traditional; experiential; 
collective reflection; 
self-development. 
 

GENERATION Z     
OR 2020 
GENERATION 
(2001 ς CURRENT 
DAYS) 

Connected to 
social networks, 
enthusiasts, 
multitask. 

Virtual communication; 
clarity of objectives and 
reasonable requests; 
communication through 
social networks. 

Technological learning; 
visually enhanced 
teaching methods; 
learning outside the 
classroom; curiosity 
about global learning. 

*These dates are not a closed box, they depend on cultural, political, economic factors  

and should be taken as a guide 1 

http://www.wings4success.eu/
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Another research on generational diversity of Chief’s A-RIT provides information about attitudes 
towards technology and their careers, preferred communication medium and method, and the 
communication preference, just as shown in the Graph below (Chief's A-RIT, s.f.). 

 

 

Note: Information about attitudes toward technology from the different generations . The image is modified  

 

From this information, we can also get another important conclusion: The existence of a generational 

digital gap. It means a difference into the digital competences between the different generations, by 

knowledge, experiences and using the many devices and information technologies that every 

generation use, and other ones do not. One of the company challenges is to create learning practices 

to narrow this gap, especially in our times when the talent is scarce (Lyllegaard, Stratis, & Zborowska, 

2017).  

People who have lived with technology for a large part of their personal and professional life years are 

commonly called "digital natives," and those who have not are called "digital immigrants". 

Knowing the strengths, such as the digital behaviours of the different collectives, give valuable 

information to design the peer learning practices because the heterogeneity of the participants is 
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needed to get results. In the company context of the digital transformation, is interesting to know the 

numbers of employees in each generation and their digital capacities. It is the first step to start the 

learning needs diagnostic. 

LEARNING PROCESS 
 

In the business ecosystems adult people work, and learn in a different way than a child. This is 

supported by various theories formulated by andragogy thinkers, being this the amount of teaching 

techniques oriented to educate adult persons (InstructuinalDesign.org, 2021). 

άThe term andragogy is reportedly used for the first time by the German teacher Alexander Kapp, in 

1833, with the purpose of explaining Plato's educational theoryέ (Rodriguez, s.f.). This thinker set out 

that the adult person not only use the teacher as a learning source, but also use the auto-reflexion and 

the life experience.    

In his andragogy theory, Malcom Knowles, points out that adults govern themselves and that they 

expect to take responsibility for decisions made during learning. Moreover, it makes the necessary 

assumptions for the learning design: “(1) Adults need to know why they need to learn something (2) 

Adults need to learn in an experiential way (3) Adults focus the learning as a problem solving and (4) 

Adults learn better when the subject brings immediate value”. (InstructuinalDesign.org, 2021). 

All this reflection brings us to design a learning practice that his learner has much prominence, much 

more than trainer. The Peer learning contents are experiential and considers that the learner owns a 

big natural learning trend and prefer to learn άƳŀƛƴƭȅ ōŀǎŜŘ ƛƴ ǘƘŜ ŘƛǊŜŎǘ ŎƻƴŦǊƻƴǘŀǘƛƻƴ ǿƛǘƘ ǇǊŀŎǘƛŎŀƭΣ 

ǎƻŎƛŀƭΣ ǇŜǊǎƻƴŀƭ ƻǊ ǊŜǎŜŀǊŎƘ ǇǊƻōƭŜƳǎέ (Instructionaldesign.org, 2021) 

So, in this methodology, the role of the trainer is not to be the owner of knowledge and communicate 

it, but rather their role is to facilitate, to generate that knowledge occurs among the participants, 

through questions, moderating the dialogue and focusing it on the objective and highlighting learnings. 

After this introduction, we can know more about the learner profile and how he learns. It is a good 

point to explain deeply the peer learning methodology. 
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II. PEER LEARNING METHODOLOGY  

ABOUT PEER LEARNING 

 

The Peer Learning is a learning practice between equals where the participants interact to improve 

their professional competences that are achieved through interaction, in a space to exchange, for 

discussion and with the feedback on the own knowledge and the new one, based on the idea that if 

something is explained to another person “it clears up, develops and reconceptualise the material”  

(King, 2002) 

To be equal means having some necessities or circumstantial variables in common. In the case of 

company employees, they share objectives, processes, and corporative culture. Being equals makes 

them have the same interests and needs, maintaining a more empathetic and open attitude to try to 

understand the opinions and thoughts of equals. In the CVETNET project, learning objectives are looked 

for around this common context: reskill and upskill the digital competences of the employees of the 

company for better performance in the task and intergenerational learning. 

Also, the common context of the equals, turn this practice in experiential and meaningful, because the 

learning outcomes give them immediate value, overcoming like this the limitations of the context that 

can occur in other kind of practices and that stops the learning in adults.  

As asserted by Knowles' constructivist theory (2021), this kind of most significant practices like peer 

learning are efficient because: 

Á Impact immediately in the daily troublesome of the equals 

Á Generate differential values to them and motivating to keep learning.  

Á Adults self-directed towards learning and take advantage of the value that others can 

contribute to their own knowledge. 

Moreover, the same context of equals generates the necessary empathy to collaborate between them, 

always if there is respect and confidence, then equals can exchange knowledge without fear, generating 

an open-mind and willingness to participate attitude. At the same time, it can be a difficult to implant 

the methodology because without this trust environment exchanges will not occur. 

But a specific context it is not enough to create a rich and diverse learning spaces. To create a thoughts 

confrontation with practical, social, personal or research problems, the participants must have 

differences between them. The participants must have heterogeneous variables between them, like 

the digital competences, or communication habits, variables such as it studied in the generation’s 

studies. As well, in the diagnostic assessment we can find heterogeneous competences between 

employees that we can use like topic in our peer learning. 
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If you believe that there is a lack of heterogeneity in the group or want to contribute a more complete 

degree of know-how, you can have one or more guests to share their experiences. 

This exchange between learners, changes the participant perceptions and conceptualizations, through 

the dialogue. In this exchange between equals awareness of behaviours and attitudes may occur, 

clarification of interpretations, objectification of adopted beliefs, visualization of other possibilities not 

considered before, thus generating new alternatives for the individual who is curious, generating new 

knowledge. Does not matter that participants have different knowledge about the topics because this 

is what enriches the dynamics of peer learning. 

You can use some didactics and activities materials to write some thoughts it helps participant to 

generate knowledge. 

In this line, the methodology motivates to start conversations from the action not from the theorical 

content because its challenge is improving the professional and personal competences for better 

performance in the task, from know-how, thus the participants learn through the auto-reflexion and 

visualize other ways to do things. 

So that these spaces for the exchange of experiences can take place without interference and with a 

clear focus on the objective set in the session, a facilitator is needed. He is not a trainer who transmits 

knowledge but is the person who ensures that knowledge exchanges take place, moderating that 

everyone can dialogue, and that the participants can think. This facilitator accompanies the participants 

in their learning process asking open questions and summarizing key ideas. 

The facilitator manages some aspect of the practice how indicates Nieto (1998): ά{ǇŜŎƛŦƛŎŀǘƛƻƴ ǘƘŜ 

objectives of the subject, make a set of pre-instructional decisions, group size, level of homogeneity and 

heterogeneity, group assigned functions or any of its members, materials or educative resources that 

Ƴǳǎǘ ōŜ ǳǎŜŘέ. These are some aspects to consider carrying out the practice. 

Among some principal characteristics of Peer Learning we can highlight:  

Á Meaningful context between equals 

Á Heterogeneous variables between participants 

Á Conversations from the action not theoretical content. 

Á Spaces for the auto-reflexion of the participant  

Á The learning spaces can be physical or digital. 

Á Confidence environment. 

Á Need to have a facilitator. 

Á Guest it is optional. 

The dynamic that is generated promotes positive changes and improve the organizational working 

cohesion and the participant can evaluate the progress or the success.  
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 Benefits of peer learning are a lot, although we can highlight the following: 

Á Promote mutual and reciprocal benefits. 

Á Promote interdisciplinary cooperation. 

Á Promote intergenerational understanding. 

Á Promote positive changes. 

Á Promotes the feeling of belonging. 

Á Improve internal processes for innovation and adaptation. 

Á Have rich and diverse learning spaces. 

Á Develop capital and team cohesion. 

Á Generate network of contacts. 

Á Impact immediately in the daily troublesome of the equals. 

 

A peer learning activity can have different expected learning outcomes according to the participant 

profiles and in relation to the topic chosen. The learning outcomes of the CVETNET proposed peer 

learning activity are related to the following target groups: Managers in companies, SME owners or 

Team leaders dealing with the Digital Transformation Challenge. The participants must have under 

their responsibilities the company strategic decisions in the field of digitalization.  

ROLES AND RESPONSIBILITIES 
 

1.  Project manager in the company: 
 

Á Having and updating the dynamics manual 

Á Deciding the topic to be discussed. 

Á Planning and managing the material and human resources to carry out the session. 

Á Ensuring the number of participants 

Á Selecting of participants.  

Á Communicating relevant data to the participants to carry out the practice. 

Á Monitoring of the satisfaction of the participants.  

Á Controlling and settlement of expenses and income of the session responsibilities 
 

2.  Facilitator:  

 

Á Designing activities for participants 

Á Ensuring that the session is successful: 

o Introducing the methodology, the topic to be treated as well as the rules of the 

dynamics. 

o Introducing the guests if it is the case. 
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o Ensuring the necessary rules, time, roles, and documents during the session 

o Accompanying the participants and speakers during the session to achieve the 

objective of the session. 

o Dynamizing and moderate if necessary, the exchange and generation of knowledge. 

 

3.  Participant: 

 

Á Attendance at sessions 

Á Active participation in the discussion and dynamics of the session 

Á Commitment to expose their experiences. 

Á Compliance with regulations and confidentiality 

 

4.  Guest Person: 

 

Á Present their knowledge and experience on a specific topic. 

Á Attendance the possible questions of the group participants. 

Á He will stay the necessary time in the session to make his intervention, then he will leave, 

leaving the group to discuss. 

A PEER LEARNING TRAINING DYNAMIC STEP BY STEP  

PRIOR TO THE EXPERIENCE 

1. Stablishing the objective:  

On what common topic do the participants need to acquire new knowledge?  

-What personal or professional competence does the participant want to improve? 

-What digital competence the participants want to improve? 

For this step we can observe the diagnosis of training needs made in the project of CVETNET. 

Make sure that we are dealing with a training objective that can be dealt with in a 

heterogeneous group (some participants with a high level of Know-how and others with a low 

level of knowledge). 

 

2. Choosing the participants:  

Who will be the participants? 

Create a diverse group, between 10 and 15 collaborative people who share context and with 

heterogeneous variables of ability, knowledge, age, or experience.  
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It is especially important when you create the group that there cannot be a conflict of interests, 

for example, if the participants are entrepreneurs, they should not be in competition with each 

other. 

Participants must have an open and curious attitude to exchange knowledge and experiences 

in the group. 

Checklist on participant’s profile: 

-What context do they have in common?  

-Which variables are heterogeneous between them? 

-Is there any conflict of interests between the participants? 

-Some questions about individual soft skills of participants:  

-Is this person collaborative? 

-How does he/she feel to share experiences with another people? 

-Does he/she believe in the benefits of collaboration to generate new knowledge? Can 

he/she add value to the group? 

-Is this person willing to share and to participate?  

-Will he/she participate with questions and reflections in the discussion? Does he/she 

like to exchange knowledge? 

3. Choosing the resources: 

 What resources will I need for the session? 

There are some formal aspects necessary for the correct functioning of the dynamic. 

Á Will I need to give some trainer material to the participants? 

Á Where and when will the session be? 

Á How many people will participate? The number of participants will determinate the 

room or space. 

Á When would be the best day and time to hold the session? It is important to fix a date 

that is expected to be better than others in terms of being less stressful. For example, 

in the middle of the week, without being the beginning or end of the month. 

Also you need to select the experience facilitator for during the dynamics who will manage and 

ensure that the objectives of the training are effective. 
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About the facilitator: 

Á Has this person skills to manage a learning dynamic and to generate participation 

among attendees, facilitating the exchange of knowledge and new learning? 

Á Does the facilitator know the dynamics of peer learning? Can the facilitator explain it 

to the participants correctly?  

Á Does the facilitator have the right communication skills? 

Á Does the facilitator know the objective and expected expectations of the session? Can 

the facilitator explain it clearly to the participants? 

Á Does the facilitator break the participants dialogue only when necessary?  

Á Does the facilitator energize the session with questions that activate participation?  

Á Does the facilitator have skills to facilitate acquaintance between people? 

Á Does the facilitator control the time and other formal aspects of the session as 

standards and documents? 

Á Can the facilitator accompany the participants to achieve the objective of the session? 

 

4. Communication: 

People who participate in the activity must be informed about what they will do, where, when 

and why. You can design a program that reports these aspects to inform attendees. it is 

important to send it at least one week in advance. 

Checklist example: 

 PREVIOS CHECK LIST TO BEGIN THE PEER LEARNING 

OBJECTIVE. 
Topic of the session. 

 
 
 
 

PARTICIPANTS 

Number of participants   

Shared context  

Heterogeneous variables between them  

Conflict of interests between participants  
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Are their companies of a similar size?  

Are guests involved in the session?  

PRACTICE FACILITATOR 

Does he/she know about the dynamic?  

Does he/she know the desired goal of the session?  

Does he/she know the duration of the session?  

Does he/she need any material to give to the 
participants? 

 

Does he/she know how moderate and ask open 
questions? 

 

RESOURCES 

Do you have the session program?  

Where session will take place?  

Accessibility: are there someone that can have 
disabilities such as visual problems, movement 
difficulties, …? 

 

Do you need didactic material?  

Do you have an attendance sheet?  

COMMUNICATION 

Have you decided how to do make the communication to 
the participants? 

 

What is the maximum delay for sending the 
communications? 

 

Does the guest know about the topic of the session?  

DURING THE EXPERIENCE 

In this part of the methodology, the space for the intervention of the participants is created, ensuring 

that they achieve new learning about the established objectives.  

The introduction to explain the objectives and normative context of the methodology will generate 

trust in the participants, and also understanding on his/her contribution and purpose. In addition, an 

introduction of the participants should be made at the first session (if a set of several sessions is 

planned). The role of the facilitator is to create an atmosphere of trust and openness. 

During the exchange session the facilitator dynamizes the dialogue, summarizing key ideas, asking open 

questions, and moderating the time of interventions of participants because all participants must 

contribute. 

After the dialogue, it is interesting that all participants tell the most important thing for them in the 

session, highlighting the learning, ideas, reflexions, thoughts or knowledges. It is the final turn to speak. 

This emphasizes the learning outcomes acquired. 
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Agenda of a session example: 

Á Welcome to participants. 

Á Introduction of the agenda and methodology. 

Á Explaining the objectives pursued in the session. 

Á Establishing the role of the participants and the dynamics facilitator 

Á Presentation of the participants. 

Á Starting the exchange of experiences. Each of the participants will talk about their digital 

experience related to the specific topic, setting a question time up after the presentation. 

Á Creation of post-presentation debate. If it does not arise spontaneously, it is the role of the 

mentor-facilitator to ask open questions to stimulate the discussion. 

Á Ensuring that a 15-minute break is made in the session, without interrupting any of the 

presentations and discussions. 

Á Once the presentations and subsequent discussions are over.  A round of final opinions of 

participants will be carried out in order to reinforce the conclusions, that will be highlighted by 

the facilitator. 

Á Farewell to participants. 

Á During the dynamics, the facilitator will take some notes on the dynamic. 

 “Facilitator Worksheet” template: 

FACILITATOR WORKSHEET 
SESSION DATE:  

FACILITATOR: 

SESSION TOPIC. Write the definition: 

 
 
 

OBSERVATION 

How many participants have participated in the 
session? 

 

To what degree from 1 to 10 has there been an 
exchange of experiences and knowledge? 

 

To what degree from 1 to 10 has the dynamic 
facilitator intervened? 
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Difficulties for collaboration  

Has the objective been achieved?  

Has it been deepened through questions?  

How has been the communication between the 
participants 

 

Has a space of trust and openness been created?  

OTHER COMMENTS 

 

 

AFTER THE EXPERIENCE: 

In the peer learning methodology, the self-evaluation of the learning participants, their usefulness in 

the work context and daily needs is important. Therefore, it is essential to design a questionnaire to 

evaluate these improvements in the participants. A template to evaluate the session and learnings can 

be this: 

FINAL EVALUATION PEER LERANING 

How do you assess the methodology used in the session (exchange of experiences and 
subsequent dialogue)? 

 

1 2 3 4 5 

What would you improve it? 

Has the session met your expectations? 

Which ones have not been covered? 

The acquired learning, to what degree can you apply it at your company? 
 

1 2 3 4 5 
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Please rate the communication and organization of the session 
 

1 2 3 4 5 

Globally rate the session 
 

1 2 3 4 5 

 

Analysing the results will help us to improve the weak points of our methodology, making a continuous 

improvement for the next session when a set of peer learning dynamics is set with the same group. 
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III.  CASE STUDY 1 

The "peer learning" experience at Chamber of Terrassa, has been carried out with several groups of 

entrepreneurs (business owners or General Managers) due to the many similar factors that characterize 

them, for example, their business management function, their relationships with clients and suppliers, 

their function of people management, etc ... in short, support the role of leader of an organization. 

These entrepreneurs have many characteristics in common, although they differ from each other by 

many other variables, such as personality, attitude, lived experience, age, etc ... 

These common and differentiating factors provide variety to the group, providing different alternatives 

of knowledge around the same topic to be discussed, and generating the opening of the participants' 

consciousness, analysing new thoughts, behaviours and emotions. 

In this case study the objective of the peer learning was:  

Discussing about the Digital Transformation in the SME’s. What is it? And How can we do it? 

The methodology of this session was a workshop without expert, just conducted by the facilitator of 

the Terrassa Chamber, but you can use too an expert who explains the concept and how to implement 

Digital Transformation at a SME (a maximum  of 2 hours), followed by a questions and answers with 

him/her, but above all, always allow at least an hour for internal discussion of the participants, without 

the expert, only with the facilitator, as only in this way, the exchange and transfer of knowledge and 

good practices can take place. 

The expected learning outcomes of this peer learning dynamic are the following:  

Á Digital transformation challenge awareness  

Á Learning different strategies of digital transformation 

Á Learning the different experiences of different companies 

Á Learning about dos and don’ts of digital transformation 

Á Preventing mistakes 

Á Better understanding of digitalization processes 

Á Better understanding of digital transformation success factors  

Á Better understanding of the team’s skilling and re-skilling needs related to digital 

transformation. 

Chamber of Terrassa as facilitator of the dynamics gathered a group of 10 SMEs General Managers, of 

different sectors, similar size, turnover, and experience in business management, who debated for 4 

hours about one topic, in a relaxed atmosphere of mutual learning, knowledge transfer and sharing 

good practices on the subject, and about their experience at their respective companies. 



  
 

20 
This project has been funded with support from the European Commission. 

This publication reflects the views only of the author, and the Commission cannot be held responsible for any use which may 
be made of the information contained therein. 

The facilitator began the dynamics with an introduction of the objective of the session to later giving 

way to the interventions of the group members. 

The session was conducted in an atmosphere of trust and openness in which each participant presented 

his/her experience at his/her company and the personal knowledge on the Digital Transformation topic.  

The others listened when the presentations of the other group members happened. After each 

presentation, the other members contributed with other experiences and personal knowledge, that 

could give added value or a different point of view to the presentation. 

 As the concept of Digital Transformation is not really understood equally, each member of the group 

had a different perception of technology, the Digital Transformation concept, and a different level of 

competence on it. The topic to be discussed in the session was known by all at a basic level and enough 

for them to participate voluntarily and actively. 

This dynamic facilitates the analysis of the processes carried out by each participant, reflecting on the 

positive and negative experience of each one of them, with the valuable experience on what to do 

(Dos), what not to do (DON’Ts), the lessons learned to be shared with their peers, and that are valuable 

for the groups.  

 

Note: A group of General Managers during the peer learning activity explained the corporate software 

that they use in their companies, and how they were implementing all the subsequent changes in the 

organization it. Executive Program Plató-Cambra Terrassa, 2019. 
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Note: Participants discuss the experience presented, analyse pros and cons.  

Executive Program Plató-Cambra Terrassa, 2019 

The synergies created by the exchange of knowledge, opened new possibilities of action to the 

members, reinforcing attitudes and positive thoughts to promote changes. 

The role of the facilitator was to enliven the dialogue through open questions, if necessary, ensuring 

that all participants had a voice in the session and controlling time management, and summarizing key 

ideas and closing remarks. 

As a closing of the peer learning, each participant explained what he/she took from the session, and 

the conclusions of what they had learned: 

1. What digital transformation was, and what it was for? 

2. I'm already in the cloud ... but am I already digitally transformed speaking? Self-reflections 

about what digital transformation really is. 

3. Is my organization mature for transformation? Digital Maturity of the organization’s culture. 

4. And the transformation process, how is it done? – Phases of the Digital Transformation process. 

5. Which are the areas that were most sensible to transform first. 

6. What are technologies that will help me in my transformation? 

And above all, sharing real success stories, and not really successful stories with the participants in 

an honest and constructive atmosphere.  
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IV. CASE STUDY 2 

This peer learning session, under the title: "Multigenerational talent management", generated an 

experiential enrichment for the managers, who had staff in their teams, belonging to different 

generations.  

The objective of the session was: To acquire greater knowledge about the workforce for a better 

management, focused on digital competences or skills. 

The expectations of the managers were aimed at improving their leadership. In the session they wanted 

to find clues to adapt their management of the organization's staff. 

Chamber of Terrassa gathered a group of 20 people, (12 managers of different SME’s, and 8 employees 

invited), being representatives of the different generations, generation Z and X, millennials, and baby 

boomers, 4 women and 4 men for each group.  

The facilitator of the dynamic formed the group with collaborative participants willing to share their 

experiences. 

 

 

Note:   The Chamber of  Terrassa facilitator introduces the participants to the topic,  

the rules and introduces the guests of the 4 generations 
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Note: In the photo we can see 4 of the 8 guests, generation Z, Y, X and baby boomer 

 A facilitator from the Chamber was chosen to create a climate of trust and openness, as well as to 

moderate and stimulate the dialogue between the participants. This person was clear about the goal 

and expectations of the session. She had some prepared questions, as well as the observation template. 

At the beginning of the session, the facilitator welcomed and introduced the participants, and explained 

the rules of the session. 

The space for interaction between one and the other was easily created since the beginning the 

agreement on confidentiality and non-judgment was made, to be able to investigate and learn from 

each other. 

After this, the facilitator brought the context to the session by presenting a summary of the 

characteristics that define each generation group. As well, she delivered a generational template to 

write some observations. 
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PARTICIPANT WORKSHEET 

Generation 
 

Nº 
employees 

Needs Motivations Values 
Attitudes 
toward 
technology 

How to 
prefer 
communi
cation? 

Most 
used 
device 
 

Observations 

TRADICIONALIS
T 

        

BABY 
BOOMERS 

        

GENERATION X         

MILLENIALS         

GENERATION Z         

 

Once the introduction was  made, the facilitator opened the discussion with some prepared questions 

for the invited people of the 4 generations.  

These questions must be open to encourage people to explain their experiences and will depend on 

the session topic: 

Á In the workplace, what kind of technology do you use? 
Á How do you feel? 
Á What has worked for you? 
Á What has not worked for you? 
Á What kind of device do you use to communicate with colleagues? And with friends? 
Á What device do you prefer at work? At home? 

Different behaviours and thoughts could be observed to perform actions for similar purposes, like 

communication or technological uses. The diversity of ways of doing things, generated reflections and 

thoughts on the other participants, with different points of view on the same situation. All of them, 

could explain their own experience as well.  

As a closing of the peer learning, each participant explained what he/she took from the session, and 

the conclusions about learning outcomes are: 
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1. The dynamic was interesting to observe the differences between generations and the thinking 

process and values that each one of the participants in each age group had.  

2. They improved their knowledge about their workforce what is useful to adapt the technological 

needs of the company with employees, for example communications and processes leading to 

improve communication and leadership skills. 

3. In this peer learning session, it is needed curiosity and openness of the participants in other to 

look for new ways of working, since the new knowledge and findings could immediately solve 

obstacles in their daily job at their companies. 
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V. LEXICON 

A B C D E F G H I J K L M N O P Q R S T U V W X Y Z 

Business organizations2: A business organization is one or more businesses controlled in common 

by a person or group of people. An organization may have one or more businesses. A business may not 

have more than one organization. Even in the case of franchises, the franchisor is a different business 

model than the franchisee, even though they exist symbiotically in the same value system. The 

contractual relationships that bind them differ significantly from the employer-employee relationship 

that exists within the organization. Business and organization are inseparable. They are simply two 

aspects of the one thing. For example, note the impact of culture (organizational DNA) on business  

Conceptualization3: If you have an idea for something, or if you understand something fully, you 

conceptualize it. You might conceptualize the plan for a big party, but find it hard to conceptualize 

exactly how the big bang worked. In conceptualize, you see the word concept which means an idea. 

Don't think of a simple idea though, like taking a walk. Imagine a complex concept involving many 

elements, so a little brain work is involved. When you conceptualize, you either create a concept or you 

grasp one. The idea of man landing on the moon was conceptualized hundreds of years before it was 

planned or achieved. success or failure. Therefore, business and organization are melded together 

into business organization as the subject of strategy and strategic management. 

Culture of change4: Society strives its continuity and existence according to the environmental 

conditions of its surrounding. People have been descending down from generation to generation with 
the addition of new ideas and objects. This dynamic process of society enhances culture with 
refreshment and for every generation a new culture than for the previous. A stagnant society is dead 
but there is none today how so primitive it may be. Technological developments and social changes in 
the form of ‘evolution’ and ‘progress’ of any rate exist there as the adjustment factors change them 
according to the environmental conditions. Hence, the societies and cultures are undergoing changes 
with a continued process. 
 

Diagnostic assessment5: is the process of using multiple measures and reports to identify student 

strengths and needs in specific skill-areas so that teachers can provide instruction to address learning 

needs. Diagnostic assessment directly guides academic, curricular, and instructional decisions because 

                                                           
2 https://managingresearchlibrary.org/glossary/business-organization 
3 https://www.vocabulary.com/dictionary/conceptualize 
4 http://studylecturenotes.com/what-is-cultural-change-definition-sources-of-cultural-change/ 
5 https://www.illuminateed.com/blog/2020/11/diagnostic-assessment/ 
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there is a better understanding of what a student does or does not know in relation to specific learning 

goals. 

Digital Culture6: A digital culture is a concept that describes how technology and the internet are 

shaping the way that we interact as humans. It’s the way that we behave, think and communicate within 

society. A digital culture is the product of the endless persuasive technology around us and the result 

of disruptive technological innovation. It’s applicable to multiple topics but it comes down to one 

overarching theme; the relationship between humans and technology. 

Digital Inmigrats7: A digital immigrant is a term used to refer to a person who was raised prior to 

the digital age. These individuals, often in the Generation-X/Xennial generations and older, did not grow 

up with ubiquitous computing or the internet, and so have had to adapt to the new language and 

practice of digital technologies. This can be contrasted with digital natives who know no other world 

than one defined by the internet and smart devices. 

Digital natives8: Digital native is a term coined by Marc Prensky in 2001 to describe the generation 

of people who grew up in the era of ubiquitous technology, including computers and the internet. 

developed countries are considered to be digital natives, as they mainly communicate and learn via 

computers, social networking services, and texting. Digital natives are comfortable with technology and 

computers at an early age and consider technology to be an integral and necessary part of their lives. 

The opposites of digital natives are digital immigrants. 

Heterogenety9: Heterogeneous most generally means consisting of different, distinguishable parts 

or elements.The word is used in a more specific way in the context of chemistry to describe a mixture 

consisting of two or more different substances or the same substance in different phases of matter 

(such as ice and liquid water). In either sense, the state of being heterogeneous is heterogeneity.The 

general sense of heterogeneous is not as commonly used as the general sense of its opposite, 

homogeneous—which most often means consisting of parts or elements that are all the same. The  

word homogenous (which is spelled without a second e and is pronounced differently) can be used to 

mean the same thing 

Learning outcomes10:  refer to quantifiable, assessable skills or bases of knowledge students should 

acquire in a given course (not just critical thinking or written communication skills, but, for example, an 

understanding of the role of class in the French Revolution). Students have a more favourable approach 

to their courses when they clearly understand the learning outcomes and are typically best able to 

                                                           
6 https://gdsgroup.com/insights/technology/what-is-digital-culture/ 
7 https://www.investopedia.com/terms/d/digital-immigrant.asp 
8 https://www.investopedia.com/terms/d/digital-native.asp 
9 https://www.dictionary.com/browse/heterogeneous 
10 https://tophat.com/glossary/l/learning-outcomes/ 
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comprehend learning outcomes when they are explained in conjunction with course work (for example, 

a certain assignment will help lead to a certain learning outcome). 

Need: A need is something that is necessary for an organism to live a healthy life. Needs are 

distinguished from wants. In the case of a need, a deficiency causes a clear adverse outcome: a 

dysfunction or death. In other words, a need is something required for a safe, stable and healthy life 

(e.g. air, water, food, land, shelter) while a want is a desire, wish or aspiration. When needs or wants 

are backed by purchasing power, they have the potential to become economic demands. 

Technological change11: means the technical knowledge used in the production of capital and 

machinery. The various changes in technology leads to an increase in the productivity of labour capital 

and other production factors. Technological progress comprises of creation of skill, new means of 

production, new uses of raw materials and the widespread use of machinery. 

Perception12 is the sensory experience of the world. It involves both recognizing environmental 

stimuli and actions in response to these stimuli. Through the perceptual process, we gain information 

about the properties and elements of the environment that are critical to our survival. Perception not 

only creates our experience of the world around us; it allows us to act within our environment. 

Personal profile13: A personal profile gives a brief and clear account on someone's life. On the one 

hand, you can write it in a form of a description, giving the most important information such as personal 
data, your education, and career achievements. You also might add a few words about your interests. 
On the other hand, you can summarise the description and present it in the form of a table including 
just the essential pieces of your background information. You should bear in mind you can always do it 
the other way round: filling in the table first and then, if necessary, writing the description. 
 

Professional Competence14: The capability to perform the duties of one's profession generally, 

or to perform a particular professional task, with skill of an acceptable quality. 

Self-directed learning15: A process in which a student is responsible for organizing and managing 

his or her own learning activities and needs. SDL encourages individuals to become responsible for their 

own learning, identify gaps in their knowledge gaps and critically appraise new information. 

Technology16: The best definition of technology is the study and transformation of techniques, tools, 

and machines created by humans. Technology allows humans to study and evolve the physical elements 

                                                           
11 https://www.economicsdiscussion.net/articles/technological-change-its-meaning-and-process/4447 
12 https://dictionary.cambridge.org/dictionary/english/perception 
13 https://eucbeniki.sio.si/ang1/3115/index4.html 
14 https://www.definitions.net/definition/professional+competence#:~:text=Library%20of%20Medicine-

,Professional%20Competence,skill%20of%20an%20acceptable%20quality. 
15 https://medical-dictionary.thefreedictionary.com/self-directed+learning 
16 https://brainly.com/question/1406047 
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that are present in their lives. We can study the technology of a car engine, the technology of television, 

and the technology of a job or art. Nature cannot be considered as a technology because humans did 

not have any role in its creation. They can transform it on the surface, but not deeply. In this case, we 

call it a science. 

Values17: Values are basic and fundamental beliefs that guide or motivate attitudes or actions. They 

help us to determine what is important to us. Values describe the personal qualities we choose to 

embody to guide our actions; the sort of person we want to be; the manner in which we treat ourselves 

and others, and our interaction with the world around us. They provide the general guidelines for 

conduct. Values in a narrow sense is that which is good, desirable, or worthwhile. Values are the motive 

behind purposeful action. 

 

 

 

 

 

 

 

 

 

 

 

 

                                                           
17 https://www.ethicssage.com/2018/08/what-are-values.html 
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