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Introduction 
 

The investigation of experiences from the practice of companies about the workplace 
environment is needful to identify the factors (e.g. expansive or restrictive) influencing 
workplace environments, and to find ways for creating “an expansive learning 
environment”.  The objectives of the deliverable are:  
- collect the information about the workplace environment in the companies based on 
the self-assessment of employees 
- collect the information about the self-assessment of the level of entrepreneurship sub-
competencies (analysed in the project); 
- analyse the state of the art of actual experiences of companies in creating working 

environments. 

The methodology for research is based on the assessment of workplaces as learning 

environments in educational institutions (participating universities) and workplaces 

(participating companies) according to methodology planned in the project. For 

understanding the situation in the workplace as a learning environment (e.g. restrictive 

or expansive) it was planned to conduct the survey using WLE (workplace as a learning 

environment) tool among employees in each country. 

The partner companies as well as employees from the wider network of businesses 

were involved in the research. The investigation in companies among employees was 

started at the beginning of the project in all partner countries taking into account the 

specialisation of companies and other characteristics needful. This survey was 

integrated with the survey on the self-assessment of entrepreneurship competence 

(EC). As a result the aspects of personal and organisational development were joined 

together supporting the development of EC among employees. The feedback to 

companies about the results of analysis were provided and discussed at the workshop, 

which helps companies to find ways for workplace development in practice.  

The collected information and the results of analysis were used in supporting the 

project activities for the development of an “expansive learning environment” at the 

workplaces, also for the development of teaching and learning approaches appropriate 

for joint activities with students, employees and staff involved in teaching. The gaps 

between the university students’ and employees’ experiences of their entrepreneurship 

competences have been examined through the survey of the assessment of needs 

analysis for supporting the development of the EC among students and employees.  

 

The employees in all the countries scored the highest cooperation skills. Metacognition 

and financial literacy were also highly scored in most of the countries but there was 

also variation among the countries. Opportunity discovery, personal initiative and 

planning were one of the lowest scored competences in all the countries. The level of 

entrepreneurship competence of employees may be affected on whether the 

workplace environment is supporting the development of employees’ competencies. 
 

This report is based on the deliverable D1.4. The authors are Petri Nokelainen and Milla 

Räsänen (Tampere University - TAU) 
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Methodology 
 
In this project, we investigate educational institutions (participating universities) and 
workplaces (participating companies) as learning environments based on Fuller and 
Unwin’s (2004) expansive-restrictive framework and Eraut’s (2004) work. Fuller and 
Unwin’s (2004) framework is related to the sociocultural perspective that connects 
learning to organisational conditions and practices (Ellström, 2011); however, learner 
factors influence learning in the workplace through interpretation of those factors (e.g., 
Felstead, Gallie, Green, & Inanc, 2015). To measure these dimensions, we use the 
Workplace as a Learning Environment (WLE) survey (James & Holmes, 2012) 
designed to identify aspects of the workplace that offer more expansive working 
environments and thereby provide better opportunities for developing skills and 
knowledge. The WLE survey includes 21 items on a 5-point self-rating response scale 
(1 = totally disagree; 5 = totally agree). The survey addresses seven main areas that 
are related to expansive learning environments (sample statements in parenthesis): 
 
1. Participation and understanding of the workplace (e.g., ‘I understand the goals and 
aims of the workplace’).  
2. Task performance (e.g., ‘I use a range of skills in my work’).  
3. Access to resources to help learning (e.g., ‘I have a mentor/coach at work’).  
4. Judgement, decision making, problem solving and reflection (e.g., ‘I have time to 
reflect on my work’).  
5. Experience, task transition and career progression (e.g., ‘I give time to work 
through tasks to develop my skills and knowledge’).  
6. Status as both a worker and a learner (e.g., ‘I am recognised as a learner in the 
workplace’).  
7. Organisational development (e.g., ‘The business’ goals consider my goals’). 
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Research results 
 

Regarding experiences of workplaces as learning environments, the employees in all 

the countries scored highly on participation and understanding the workplace meaning 

that they actively participate in processes in the workplace and understand the goals 

in the workplace. They also scored highly on task performance which refers to being 

able to tackle complex problems at work and being able to use a variety of skills at 

work. The employees scored lower on being recognised as a learner and 

organisational development. Recognition as learner refers to how an employee is 

recognised as a learner and receiving acknowledgement of own expertise at work. 

Organisational development refers to how goals of the workplace are related to own 

goals to develop professional skills. Recognition as an expert was also one of the 

dimensions which the employees scored low in almost all countries. Figures 13-17 

present the employees’ experiences of the different dimensions of the workplace as 

learning environment by countries.  

 

 
Figure 13. The employees’ experiences of the different dimensions of the workplace 
as learning environment in Estonia. 
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Figure 14. The employees’ experiences of the different dimensions of the workplace 
as a learning environment in Finland. 

 
Figure 15. The employees’ experiences of the different dimensions of the workplace 
as a learning environment in Poland. 
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Figure 16. The employees’ experiences of the different dimensions of the workplace 
as a learning environment in Portugal. 

 
Figure 17. The employees’ experiences of the different dimensions of the workplace 
as a learning environment in Italy. 
 
The results showed also that there were statistically significant differences between 
male and female employees in their experiences of the workplace as a learning 
environment (see Table 1). The male employees scored higher in task performance, 
judgement, decision-making, problem-solving and reflection, experience and task 
transition as well as organisational development. These results indicated that male 
employees scored higher in being able to tackle complex problems at work and to use 
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higher in being able to make decisions and to solve problems at work and having time 
to reflect on their own work as well as getting experience of various tasks in the 
workplace and having time to work through different tasks in order to develop their own 
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skills. In addition, they scored higher in that the goals at work were related to their own 
goals to develop professional skills.   
 
Table 1. The differences between male and female employees in experiences of 
workplace as learning environment (mean). 

 Male 
(n=225) 
M 

Female 
(n=201) 
M 

 
 
F 

 
 
p 

Participation and understanding of the workplace 4.14 4.14 1.005 .317 

Task performance 4.27 4.08 6.332   .012* 

Access to resources to help learning 3.72 3.65 .914    .340 

Judgement, decision-making, problem-solving and 
reflection 

4.02 3.81 11.131 .001* 

Experience and task transition 3.85 3.66 4.089 .044* 

Recognition as an expert 3.70 3.54 .416 .519 

Recognition as a learner 3.48 3.40 1.172 .280 

Organisational development 3.70 3.51 3.812  .040* 

 

The results also showed that there were differences in the employees’ experiences of 
the workplace as a learning environment among different age generations (see Table 
2). The employees were divided into four groups (employees under 23 years, 24-38 
years, 39-53 years and over 53 years). The results indicated that there were 
statistically significant differences in experiences of participation and understanding 
the workplace, task performance, judgement, decision-making, problem-solving and 
reflection, recognition as an expert and organisational development. The results 
showed that the employees who were under 23 years scored lower on these 
dimensions than the employees in other age groups. The older the employees were, 
the higher they scored in different dimensions. 
 
Table 2. Differences in the employees’ experiences of the workplace as a learning 
environment among different age generations. (mean). 

 <23  
(n=45) 
M 

24-38 
(n=231) 
M 

39-53 
(n=122) 
M 

>53 
(n=28) 
M 

 
 
F 

 
 
p 

Participation and understanding of the 
workplace 

3.77 4.07 4.35 4.41 6.954  .000* 

Task performance 3.44 4.20 4.36 4.43 10.086  .000* 

Access to resources to help learning 3.58 3.64 3.78 3.86 1.381  .248 

Judgement, decision-making, 
problem-solving and reflection 

3.36 3.90 4.12 4.16 5.574  .001* 

Experience and task transition 3.51 3.73 3.86 4.04 .494  .687 

Recognition as an expert 3.04 3.59 3.82 3.98 6.000  .001* 

Recognition as a learner 3.13 3.47 3.47 3.68 1.990  .115 

Organisational development 3.06 3.55 3.85 3.95 4.019  .008* 

 

The results showed that there were statistically significant differences in employees’ 
experiences of participation and understanding the workplace, task performance and 
judgement, decision-making, problem-solving and reflection, recognition as a learner 
as well as organisational development among different countries (see Figure 1). The 
results indicated that Poland differed from all the other countries in participation and 
understanding the workplace and task performance as well as in judgement, decision-
making, problem-solving and reflection. The employees in Poland scored lower in 
these dimensions than the employees in other countries. In task performance, also 
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Italy differed statistically significantly from other countries and the employees scored 
lower than in other countries. Regarding recognition as a learner, Poland differed 
statistically significantly only from Portugal but not from other countries.   

 
Figure 1. Differences in the employees’ experiences of the workplace as a learning 
environment among different countries.  
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Table 3. Differences in the employees’ experiences of the workplace as a learning 
environment based on education (mean). 

 Basic and 
secondary 
(n=45) 
M 

Bachelor/ 
applied 
(n=159) 
M 

Master 
(n=206) 
 
M 

Doctor 
(n=15) 
 
M 

 
 
 
F 

 
 
 
p 

Participation and understanding of 
the workplace 

4.39  4.13 4.10 4.20 1.596 .190  

Task performance 4.11 4.00 4.32 4.50 4.579 .004* 

Access to resources to help 
learning 

3.76 3.69 3.67 3.69 .136 .939 

Judgement, decision-making, 
problem-solving and reflection 

3.91 3.83 4.00 4.00 1.371 .251 

Experience and task transition 3.79 3.70 3.80 3.77 .401 .752 

Recognition as an expert 3.54 3.58 3.67 3.80 .559 .643 

Recognition as a learner 3.43 3.46 3.43 3.77 .561 .641 

Organisational development 3.56 3.54 3.67 3.60 .617 .604 
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Finally, when the relationship between entrepreneurship competences and dimensions 
of the workplace as a learning environment was examined, it was found that the most 
entrepreneurship sub-competencies were positively related to dimensions of the 
workplace as a learning environment. For example, the employees’ experiences of 
participation and understanding the workplace was positively related to their self-
reported cooperation skills. 
 

Conclusion and implications 
 

Our findings show that the employees of the companies experienced that they are 
actively able to participate in processes in the workplace and that they experienced to 
understand the goals in the workplace (participation and understanding of the 
workplace). Additionally, employees experienced to be able to tackle complex 
problems at work and use a variety of skills at work (task performance). However, 
findings indicate that employees’ experiences of being recognised as a learner 
(recognition as a learner) and being recognised as an expert (recognition as an expert) 
in the workplace, as well as experiences of compatibility of the goals between 
workplace and employee (organisational development) were minor. There were some 
differences in experiences of the workplace as a learning environment based on 
gender, age generation, country, and education. The most entrepreneurship sub-
competencies were positively related to the dimensions of the workplace as a learning 
environment. 
 
Findings have practical implications for companies, organisations and stakeholders 
working with the development of these. Findings can help to develop more expansive 
working environments and thereby provide better opportunities for developing skills 
and knowledge. Based on results, development of categories scored lower (recognition 
as a learner, recognition as an expert, organisational development) can be suggested 
to be reflected and developed further to create more expansive learning environments 
in participated companies. Further, reflection of these categories in other companies 
and organisations, internationally, may be important as well.  
 
Methodology provides a tool to companies for the development of expansive 
entrepreneurial learning environments to support entrepreneurship competencies of 
employees by giving knowledge of the situation in the workplace. Additionally, this 
investigation will be valuable data for the development of a roadmap that will be 
developed in the research project to support workplaces as learning environments. 
The roadmap will help the development of needed aspects in the workplace to support 
employees’ learning. 
 
These findings support the positive relation of entrepreneurial competencies and the 
workplace as a learning environment. Additionally, these findings provide knowledge 
of aspects needed to be developed to support entrepreneurial competencies of 
employees. The findings provide important and interesting possibilities for further 
research. 
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