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Abstract 
 
Despite the growing expectation on corporate Learning & Development (L&D) units to 
transform practices and roles and take a more strategic role to better meet the needs of 
lifelong learning and up- and reskilling in organizations, many fail to use technology such as 
Massive Open Online Course (MOOC) platforms that could support the shift. The aim of this 
study is to provide a better understanding of why those in L&D who are using MOOC 
platforms do so and what impact it has on the role of L&D. Empirical data from in-depth 
interviews with six L&D professionals, with extensive experience from large, global 
companies, has been employed in this exploratory research. The analysis imply a situation in 
which MOOC platforms, when used in organizations where employee language, literacy and 
digital devices are not a limitation, can support in meeting the needs of lifelong learning and 
up- and reskilling in ways not possible with traditional L&D practices. The findings also 
indicate that while L&D units in large, global organizations can transform traditional practices 
and roles and contribute strategically, with the support of MOOC platforms, they struggle to 
make full use of the platforms due to lack of prioritization in the organization. This could 
inhibit L&D to fully take on a strategic role. Previous research has not explored the impact 
and possibilities the use of MOOC platforms can have specifically on the L&D role. The 
findings provide a novel contribution to L&D research as well as input to professionals in 
L&D or Human Resource, business leaders, organizational developers and MOOC platform 
providers in decisions connected to digitalization of corporate learning.  
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1 Introduction  
This chapter presents the introduction to the area of concern, the research questions, why the 
area is of concern, the research setting as well as scope and limitations of the study. 
 
 
1.1 Background  
The exponential digital development touches every industry, organisation, and role 
(Westerman, et al., 2014) and digital transformation is one of the major challenges in all 
industries (Seufert & Meier, 2016). One of the greatest threats facing organisations today is 
talent and skills shortage (LaPrade, et al., 2019). The automation together with the COVID-19 
recession, has created a ‘double-disruption’ scenario for workers and organisations (Zahidi, et 
al., 2020). The rate of skill obsolescence will continue to increase (Dill & Craft Morgan, 2017; 
Zahidi, et al., 2020; Hamori, 2021) and many of the skills themselves are also changing rapidly, 
making it hard to stay relevant. The economy has created a bidding war for people with critical 
skills and many times it can be more cost-efficient to build critical skills from within the 
organisation (Bersin, 2021) rather than trying to hire.  
 
In order for organizations to retain or gain the competitive edge they need to develop and 
maintain the competence which makes learning and development crucial. Learning and 
development contribute to sustain or exceed employees and leaders’ performance and it is a 
broad category. It includes upskilling, reskilling, onboarding, leadership development, role-
based learning, professional development, and more (Viltz-Emerson, 2021). Learning and 
development (L&D) is also the definition of the unit in the organisation responsible for 
organising these activities, often connected to Human resource management (Garavan, et al., 
2020) and also the focus for this study.  
 
In today´s world learning is recognised as a lifelong process and a defining characteristic of the 
current and future workforce (LaPrade, et al., 2019; Viltz-Emerson, 2021) and it is a must to 
the long-term success of both organizations and individuals (LaPrade, et al., 2019). More 
business leaders today understand the idea that it is critical to have a skills-based business 
strategy and more leaders are forward thinking and speak about learning as part of their overall 
company strategy than in the past (Viltz-Emerson, 2021).  
 
To achieve lifelong learning, the 21st-century learner and learning has adjusted to the digital 
evolution (Viltz-Emerson, 2021) and the expectations among learners on the availability of 
curated, on-demand, multi-channel experiences have increased (LaPrade, et al., 2019). The 
digital development has also greatly affected the market for corporate learning technology 
supporting upskilling and reskilling and the conditions caused by the Covid-19 pandemic has 
created a real shift to online learning and the use of digital technologies (Laye, 2020; Zahidi, et 
al., 2020). According to Bersin, et al., (2021) the learning technology market see a shift towards 
new online content players, learning-in-the-flow of work solutions, learning experience 
platforms (LXPs) and tools for skills inference, recommendation, and taxonomy development. 
However L&D functions are not keeping up with the opportunities provided.  
 
The learning technology with the fastest adoption rates in recent years are the so called Massive 
Open Online Courses (MOOCs), provided via digital platforms. They are online courses, 
typically offered by higher educational institutions on a wide range of topics at little or no cost. 
MOOCs play an important role in life-long professional learning and they have the potential to 
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transform corporate training and development practises, but so far overall employers fail to 
capitalize on the low-cost MOOCs (Hamori, 2021). L&D professionals today seem to primarily 
use technology to deliver learning via for instance traditional learning management platforms 
or collaboration technology. Therefor technology use in L&D is not so much to support 
knowledge creation and curation of content, such as provided by MOOC platforms. Even less 
use is made of technology to create L&D analytics, which can also be supported by the MOOC 
platform. Hence the base for decision making is still informal, social, and personal rather than 
databased (Garavan, et al., 2020).  
 
As a unit in the organisation L&D practitioners are increasingly expected to play a major role 
in helping organisations to respond to future external and internal trends (Garavan, et al., 2020). 
To support digital transformation in the organisation L&D units also need to transform itself. It 
must live and breathe digital life, explore opportunities provided by digitalisation and become 
more effective (Seufert & Meier, 2016). L&D units that rely on traditional L&D expertise are 
less likely to be able to make strategic contribution, and to succeed L&D need to be connected 
to strategic priorities, have external and internal visibility and develop business and 
management competencies (Garavan, et al., 2020). The value of L&D in organisations therefor 
need to be redefined in order to support the digitalisation. L&D need to align with business 
strategy and agility, apply technology and analytics, enhance the employee learning experience, 
enhance the professional L&D competencies (Garavan, et al., 2020; Seufert & Meier, 2016), 
broaden their scope and product and service portfolio, and for this they need to update and 
create new L&D roles (Seufert & Meier, 2016).  
 
 
1.2 Problem statement 
The growing scarcity of skills in the job market and the importance of having relevant skills 
available in organizations striving to become more digital, has put expectations on L&D to 
take a more strategic role. They are also expected to provide employees with personalized 
opportunities for lifelong learning. Learning technology that provide possibilities for L&D to 
transform traditional practices and roles and take a more strategic role, to better support the 
organization, is already available on the market, but many fail to utilize it. MOOC platforms 
is the fastest growing technology with such possibilities and yet previous research has not 
explored the connection to the L&D role, the impact the use of MOOC platforms can have on 
the L&D unit and what possibilities it can provide to meet the growing expectations on L&D. 
Therefore there is still learnings to be made from those L&D units who have made a 
conscious decision to use MOOC platforms, to explore what impact its use has had on them 
and their role.  
 
 
1.3 Purpose Statement and Research Questions  
The purpose of this exploratory study is to explore how L&D professionals, who have made 
use of digital technology such as MOOC platforms to support learning and development, 
perceive its impact on the L&D role and the value they deliver by asking:  
 

• Why have they decided use MOOC platforms? 
• In their view, what impact does the use of a MOOC platform have on L&D´s role?  
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1.4 Topic Justification 
The very same external influences that disrupt and influence the organisations today; 
globalisation, demographic change, technology and flexible working practises and the 
changed nature of work, also impact and will continue to impact L&D in organisations in the 
coming years. The rapid changes in digital push L&D to adopt change, innovation, design 
thinking and a growth mindset (Viltz-Emerson, 2021) relating to new service formats, altered 
processes and new roles (Seufert & Meier, 2016). According to Seufert & Meier (2016), as 
L&D units and L&D professionals pursue “going digital” in their own domain and operations, 
they experience digital transformation first-hand in a way that enables them to effectively 
support digital transformation at an organizational level. The literature on the L&D role 
connected to digitalisation and digital transformations is aligned on the need for L&D to take 
a leading role in digitalising learning in the organisation, but it has not specifically explored 
L&Ds perception of what happens to the L&D role as they do so. Therefore, further exploring 
how the use of technology that contribute to digitalisation, such as MOOC platforms, impacts 
the L&D unit development, can bring new knowledge into the topic. 
 
L&D as a function has grown increasingly significant to organisations and their business 
leaders and the changing landscape of digital transformation has a ripple effect on modern 
learning and development practises. All of this is putting pressure on L&D for changes in 
their capabilities and skills, what they do and how they do it (Viltz-Emerson, 2021). Still, 
although research on learning in the workplace grew significantly in the beginning of the 
century (Viltz-Emerson, 2021), recent studies emphasise the scarcity of, as well as the need 
for more research about the evolving role of L&D in a digitalised and disrupted work life. 
Different contextual predictors, such as the use of technology, are important in explaining the 
perceived effectiveness of L&D roles according to Garavan, et al. (2020), who suggests that 
future research look deeper into the contextual factors that shape L&D roles. There is also a 
knowledge gap and need to further explore why L&D professionals choose to curate MOOCs 
(or not to do so) (Hamori, 2021). This study therefor intends to contribute by exploring how 
L&D professionals perceive the contribution of an external MOOC platform to the L&D role. 
The ambition of this study is to provide initial academic insights on the topic that can be used 
for further research as well as input to practitioners in L&D.  
 
 
1.5 Research setting 
The focus of this study is the perception of the L&D professionals and their view of their role 
and the value they contribute with. Therefor little focus is put on the organisations they 
operate in, and more on the role of L&D and their contribution. To frame the context for the 
L&D professionals however, a short setting will be provided here. The context are global and 
large companies, ~10000 employees or more, all with operation in Sweden. They represent 
different industries but share many markets. They have many commonalities in the challenges 
they are facing as large organisations in connection to the impacts of digitalisation. As one 
participant reflected:  
 
“The big companies strategies are not very different from one another today and then 
naturally their learning strategies will not differ either since they are based on the common 
company strategy..”.  
 
All companies have had L&D functions in place for a minimum of 20 years either centrally or 
in different organisations in the company. All organisations have been using one or several of 
the larger MOOC platforms, some for several years. MOOC platforms aimed at specific 
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specialist target groups have also been used. Some have, or have ambitions to also implement 
platform technology that makes it possible to integrate both internal learning management 
systems (LMS) and MOOC platforms into one learning experience platform (LXP). This 
enables employees to find all available learning content, both internally produced as well as 
external, in one place.  

 
 

1.6 Scope and Limitations   
According to Garavan, et al. (2020) large firms are more likely to have full-time L&D 
professionals and greater amounts of complexity and diversity. They will also, to a higher 
extent, perform as strategic partners, change roles, and have a significantly higher profile than 
in small to medium sized enterprises. Based on this insight, large organisations have been 
chosen as the research setting. The findings of the study might therefor be of less relevance to 
small or medium sized organisations in relation to the second research question; what impact 
does the use of MOOC platforms have on L&D´s role.  
 
The corporate learning technology market is complex and constantly evolving, one of the 
most creative, innovative technology markets in the world (Bersin, 2022). A limitation has 
been in connection to the fast development of learning technology and the ability to find 
research in relation to the latest technology updates and terminology. MOOC platforms were 
initially connected to the academic world and first used and offered by universities. Today 
many MOOCs have shifted toward career-relevant content for people in the workforce 
(Hamori, 2021) and the content is becoming more bite sized and broken out of the initial set 
courses. Difficulties in finding research on learning content platforms other than MOOCs 
imply that MOOC is still the relevant terminology to use despite the development of content 
design in the platforms. However in the everyday practice in corporate L&D they are also 
referred to as learning content platforms, learning content providers or learning content 
libraries, something that is reflected in the interviews. Whether the reference is made to 
MOOC platforms in the literature, or learning content platforms in the interviews, it refers to 
the same thing; digital platforms provided by suppliers, including digital learning content of 
different character, both courses and bite sized.  
 
Given the variation of MOOC platforms and providers there is no overall register of how 
many L&D professionals and organisations that are using these in Sweden today. The 
restricted information has been a limitation in the choice of samples as well as the time 
limitation for the study and has been taken into consideration in the delimitation and design of 
the method.  
 
 
1.7 Target group 
This thesis is set in a corporate context and focus on digitalisation of learning and MOOC 
platforms in relation to the L&D role. From an academic perspective the target group for this 
work are researchers of L&D and workplace learning. From a practical perspective the target 
group are professionals in L&D or Human Resource, business leaders, organisational 
developers, and MOOC platform providers. 
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1.8 Thesis organisation 
This thesis is organised in six chapters. Chapter one presents the introduction to the area of 
concern, the research questions, why the area is of concern, the research setting as well as 
scope and limitations of the study. Chapter two reviews the literature connected to the area of 
concern. It begins with an overview of previous research and its nature, then presents a 
background to the L&D context, L&D digitalisation and Online learning and MOOC 
platforms in corporations. The chapter ends with the theoretical framework for the study; 1) 
the emerging themes for L&D in order to support digitalisation in organisations and learning 
and 2) previously identified benefits and limitations of using MOOC platforms in a corporate 
context. Chapter three presents the methodology used for this study, including data collection 
with sample group and overview of the interview process and analysis. Considerations in 
connection to reliability and validity as well as ethics are then shared and it ends with an 
introduction to the researcher’s connection to the area of concern. In chapter four the 
empirical findings from the data collection are presented in relation to the research questions 
and grouped in the themes identified during the data analysis. This is followed by an analysis 
where the result is connected to the theoretical framework. Chapter five contains the 
discussion where the findings are discussed in relation to the theoretical framework, to 
previous research and in relation to the overall area of concern. The chapter ends with a 
reflection on the choice of methodology based on the result. Chapter six concludes the study 
by giving a summary of the problem, the method, literature as well as the key findings and 
contributions. The chapter ends with proposals for future research based on the initial findings 
from the study in this area of concern.  
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2 Literature Review  
This chapter reviews the literature connected to the area of concern. It begins with an 
overview of previous research and its nature, then presents a background to the L&D context, 
L&D digitalisation and Online learning and MOOC platforms in corporations. The chapter 
ends with the theoretical framework for the study; 1) the emerging themes for L&D in order 
to support digitalisation in organisations and learning and 2) previously identified benefits 
and limitations of using MOOC platforms in a corporate context. 
 
 
2.1 Previous Research 
L&D research is included in the discipline of Human Capital Management (Viltz-Emerson, 
2021). As there is a scarcity of literature on the L&D roles it leads to previous researchers 
having to build on Human Resource role literature which might not be a good fit due to the 
unique dimensions of L&D as a professional role (Garavan, et al., 2020). In order to provide 
best fit to the topic the focus of this literature review has therefor been on the more recent 
L&D role research.  
 
Although the role of L&D practitioners is a crucial success factor for online learning, until 
recently there has been a real gap between research and practice in this area (Pugh, et al., 
2021). Despite the onset of COVID-19 and the resulting shift of activity into online learning  
(Pugh, et al., 2021) there is a gap in connection to research on how the use of MOOC 
platforms impact the role of L&D. However, in the last couple of years more research has also 
been produced about L&D in relation to digitalization and digital transformation (Seufert & 
Meier, 2016; Garavan, et al., 2020; Viltz-Emerson, 2021; Pugh, et al., 2021) as well as on the 
implications of using MOOCs to support competence development in organizations (Hamori, 
2021) which will provide the base of the literature review. Based on the limited L&D role and 
online learning research prior to COVID-19 the result of the literature review has therefor 
provided mainly articles post 2020.  
 
 
2.1.1 L&D research 
Studies connecting the L&D role to digitalisation and digital transformation highlight the 
need for L&D to broaden the scope and redefine the value of L&D in organisations to support 
the digitalisation. Garavan, et al. (2020) has made one of the first studies to investigate how 
L&D practitioners perform their roles in organisations and how they are perceived by 
organisational stakeholders. It is one of the biggest studies on the L&D role and effectiveness 
in organisations covering organisations in Ireland, UK, Europe, and the USA in 2016 and 
2017. The study was based on 440 usable survey responses from 125 firms, the majority being 
medium or large sized. In addition to the survey, they also conducted semi-structured 
interviews with thirty key informant L&D professionals.  
 
The study shows that the roles and expectations on L&D professionals have evolved 
throughout history from an emphasis on the direct delivery of training in the twentieth 
century, to one where L&D professionals in the twenty-first century is expected to be 
managers of learning, change agents and architects of organisational learning, and play a more 
strategic role in the organisation. This evolution can enable more valuable and measurable 
contribution to the organisations performance, however, L&D professionals struggle to make 
the transition to a more strategic role. Based on gaps in research and the strategic approach to 
role performance of L&D, Garavan, et al. (2020) investigates contextual factors influencing 
the L&D roles in organisations, the strategic and operational roles that L&D professionals 
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play, the competencies and career trajectories of L&D, the perceptions of stakeholders of the 
effectiveness of L&D roles and relationships between context, L&D roles, competencies and 
perceived organisational effectiveness.  
 
The conclusion is that L&D professionals perform a combination of more traditional, 
expanded, and strategic roles in organisation and a combination of organisational and L&D 
unit characteristics impact the L&D roles. L&D have only made a relatively modest progress 
to lay a more strategic role in organisations and struggle to transform its focus and activities. 
Suggestions on what L&D need to put in focus to support the digitalisation is amongst others 
using technology as well as real-time data analytics (Garavan, et al., 2020). Two of the three 
theories used in the study are role and contingency theory. These are theories with 
significance in previous studies of the concept of the L&D role and influences on the role in 
todays´ organisations. Different contextual predictors, such as the use of technology, were 
important in explaining the perceived effectiveness of L&D roles and Garavan, et al. (2020) 
suggest that future research can look deeper into the contextual factors that shape L&D roles.  
 
Viltz-Emerson´s (2021) study looks into the L&D role with focus on how learning and 
development professionals see their roles changing within the rapid and continual digital 
evolution, how they have adapted their practises to embrace digital learning and if they feel 
they have opportunities to cultivate new skills and capabilities. The purpose is to contribute to 
the ongoing importance L&D play in organisations and the growing need for innovative 
strategies in modern and digital learning. It specifically explores the L&D professionals´ use 
of digital technologies, their digital learning transformation, the support they receive from 
their leaders, how they embrace the modern learning evolution and in what way they help 
their learners navigate modern learners ‘experience. The study was carried out through online 
survey with L&D communities in LinkedIn resulting in 56 respondents from L&D 
professionals in various companies.  
 
The study shows that if the people, process, and technology are not supported in the 
organisation, there is no innovation, no reskilling, and no upskilling, and there is no strategy 
or road map for the digital evolution. Digital transformation is changing L&D role and the 
roles they support. Just as Garavan, et al. (2020), Viltz-Emerson (2021) find that L&D need to 
put additional emphasis on data and analytics for the future success of leaning and 
development. The study shows that there is a gap between perceived roles and organizational 
expectations and that a broader set of skills and capabilities is required to succeed in the L&D 
assignment. Often L&D are also not being used strategically and there should be better 
alignment with the business. One of the suggested future research projects is look deeper into 
data analytics in learning and development connected to implementation, responsibilities, 
tools, and technology.  
 
By building on framework originating in the context of business engineering and applying it 
to corporate training and human resource development, Seufert & Meier (2016) explicate 
what digital transformation implies for the L&D unit. They find that as the L&D unit pursue 
going digital in their own domain and operation, they experience digital transformation first 
hand in a way that enables them to effectively support digital transformation at an 
organisational level. They provide a framework for digital competences but underline that 
digital transformation requires not only general skills and attitudes but also needs to be 
applied. Digital transformation emerges when usage enable innovation and creativity that then 
leads to significant change at individual or organisational level.  
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2.1.2 MOOC research 
In terms of technology that can enable L&D to pursue going digital, MOOCs are part of the 
concept of online learning and have, with low cost, the potential to transform corporate training 
and development practises. Although the body of literature has grown tremendously, since the 
first offering of a MOOC in 2008 (Zawacki-Richter, et al., 2018), research of online learning 
has mainly addressed the adoption of digital platform-based training and education among 
individuals. The corporate level factors of adoption remain largely unknown and leaves a gap 
in our understanding of corporate learning in the digital age (Dodson, et al., 2015; Kimiloglu, 
et al., 2017; Zur & Friedl, 2021). Research specifically addressing how MOOCs drive 
professional and corporate learning represents a small body of literature and much of it is 
conceptual (Hamori, 2021). 
 
Zawacki-Richter, et al., (2018) identified and mapped patterns in research on MOOCs by 
reviewing 362 empirical articles published in peer-reviewed journals from 2008 to 2015 and 
found that MOOC literature generally focuses on four lines of research: the potential and 
challenges of MOOCs for universities (Zawachi-Richter, et al., 2018; Harmori, 2021); MOOC 
platforms (Zawachi-Richter, et al., 2018; Harmori, 2021); learners and content in MOOCs; and 
the quality of MOOCs and instructional design issues and educational theory (Zawachi-Richter, 
et al., 2018; Harmori, 2021).  
 
Park, et al., (2018) explored the use of MOOCs as a strategic tool for employee learning and 
development in corporate settings. They reviewed articles, book chapters, books, white 
papers, corporate websites and blogs, and business magazines published between 2008 and 
2018 to identify connections between MOOCs and human resource development (HRD). 
Although they had difficulty finding scholarly research on MOOCs in the workplace, since 
most MOOC research related to the workplace is less scholarly (Park, et al., 2018), their study 
found that the functions of MOOCs could be an intervention to implement HRD strategies to 
increase organizational effectiveness and outcomes by linking MOOCS and strategic HRD. 
Corporate MOOCs helped develop new capabilities and skills, combine different knowledge 
elements, connect prior and new knowledge, and increase the possibility of improving 
organizational effectiveness. 
 
Rosendale & Wilkie (2021) studied data from over two hundred current hiring managers and 
HR personnel via an anonymous online survey and found managers across various fields 
expressed positive advantages related to MOOC-based training. Zur & Friedl (2021) have 
explored empirical data from thirty-six in-depth interviews with corporate managers directly 
responsible for learning and development to identify key factors in adoption of MOOCs in 
corporate workplace learning. The exploratory study seeks to identify the expectations, 
reservations and reported benefits of MOOC adoption in the corporate world. Based on the 
Unified Theory of Acceptance and Use of Technology (UTAUT model) dimensions and 
interviews with companies in the initial stages of utilising MOOCs, they found that while 
corporations recognize the opportunities MOOCs can introduce into workplace learning, 
elevated expectations, negative first-time experiences, and objective barriers inhibit MOOC 
adoption in corporate learning and development programs. The Zur & Friedl (2021) study 
suggest expectations in regards to MOOCs refer to: 
• the value-addition they bring to the company as a whole (cost savings, effectiveness) 
• the enhanced learning opportunities and learning experience they present to employees (a 

convenient, personalized learning journey for each individual employee). 
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Roy, et al. (2020) carried out a study with multiple focus groups, conducted in twenty Indian 
small to medium organisations, including 360 learners carrying out courses through MOOCs 
during six months of monitored study. The initiative initially supported upskilling in 
behavioural skills; basic safety and hygiene; and government schemes and policies and added 
more topics after the first phase. The evaluation of the study showed that MOOCs could  
• provide the companies with a good balance between cost and effectiveness with moderate 

training coverage; 
• employees become more productive and accountable after attending the training;  
• in the long run, using the MOOCs would improve employee skill, competency, and 

morale, essential for business growth. 
 
Despite the increasing importance of MOOCs in the labour market, empirical evidence on 
how employers integrate MOOCs into their training and development offer has been limited 
(Hamori, 2021). In her study, retrieving survey data from 2486 MOOC learners, Hamori 
(2021) explore the employee-, job- and organisation-specific predictors of employers´ 
likelihood of embracing MOOCs. The conclusions are drawn based on data from a survey of 
MOOC learners and secondary data on the courses and learners’ countries. The study shows 
that 72% of employed learners take MOOCs without their employers’ awareness. 80% of the 
employers who are aware of learners´ MOOC participation are positive and encouraging, 
although not many offer cost reimbursement or time off to study. The study show that overall 
employers fail to capitalize on low-cost MOOCs to compensate for a lack of formal training, 
and the little MOOC support they offer goes to executives and full-time employees. Hamori 
(2021) suggest as further research to explore why L&D professionals choose to curate 
MOOCs (or not to do so).  
 
 
2.2 Background 
 
2.2.1 The context for L&D today   
The external influences that currently impact and will continue to impact L&D in 
organisations in the coming years are believed to be: 
• Globalisation; impacting business models, greater economic uncertainty and increased 

volatility in the global market and increased customer expectations.  
• Demographic change: four generations in the workplace with different attitudes, 

behaviours and expectations related to learning and development. Global talent mobility 
with implications on personalisation of learning and development, career advancement 
and development.  

• Technology and flexible working practises; impacts how work is done and how 
employees engage with organisations. Growth in cloud-based and collaborative 
technology impacts how L&D is delivered. Employees have strong preference for greater 
flexibility, there is a move from full-time employees to workers with different 
relationships and expectations. All of this highlights the need for customisation and 
personalisation and new ways to develop talent. 

• The nature of work will continue to change, and it includes major growth in knowledge 
work, requirements to work across cultures and interactions between different diversities 
(Garavan, et al., 2020). 
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Until now most employees have been taught to operate in alignment with the company business 
model in a structured and process-oriented manner. In many traditional organisations 
employees are used to work being organised in defined tasks and set responsibilities, but 
connected to the digital era the need for new business models, new skill requirements, new 
ways of working, and a more flexible culture has been introduced (LaPrade, et al., 2019). 
Building widespread digital skills is important in digital organisations. In a survey run by 
Bonnet, et al. (2015) 70% of already digital organisations said their enterprises have well-
established, well-distributed skills. However, across all firms this drops to just 14% which 
indicate a major gap for organisations setting out to digitally transform their organisation. 
Eighty-four percent of employers are set to rapidly digitalize working processes, including a 
significant expansion of remote work—with the potential to move 44% of their workforce to 
operate remotely (Zahidi, et al., 2020). World economic forum expects the pace of technology 
adoption to remain unchanged or even accelerated in some areas. By 2025 disruption from the 
pandemic-induced lockdowns and economic contraction as well as technological adoption by 
companies will transform tasks, jobs and skills and the time spent on current tasks at work by 
humans and machines are estimated to be equal (Zahidi, et al., 2020). 
 
The technological innovations and changes in the business environment increase the rate of 
skill obsolescence (Dill & Craft Morgan, 2017; Zahidi, et al., 2020; Hamori, 2021) and in 
investments to support employees building knowledge and skills are critical in an intensely 
competitive global economy (LaPrade, et al., 2019; Hamori, 2021). Many of the skills 
themselves are also changing rapidly, making it hard to stay relevant. Today, the half-life of a 
learned skill is estimated to be five years and even shorter for technical skills when previously 
they were estimated at 10-15 years (LaPrade, et al., 2019). For workers set to remain in their 
roles, 40% of core skills will change in the next five years and 50% of all employees will need 
reskilling (Zahidi, et al., 2020). This force both employees and organisations to regularly 
renew their skill base (Dill & Craft Morgan, 2017; Hamori, 2021). 
 
Present job-vacancy rates represent one of the widest skills gaps, in recent history (Rosendale 
& Wilkie, 2021). One of the greatest threats that are facing organisations today is therefore 
talent and skills shortage. By 2030, the global talent shortage could reach more than eighty-
five million people. The issue is not a shortage of workers – but a shortage of workers with 
the right skills (LaPrade, et al., 2019). Since the economy has created a bidding war for 
people with critical skills the cost and risk of hiring from the outside has increased and today 
it is more cost-efficient to build critical skills from within (Bersin, 2021). Employee 
development and training costs consequently characterize one of the largest expenditures for 
modern organizations and have risen dramatically in recent years (Rosendale & Wilkie, 
2021). All of which is putting an even higher pressure on L&D. 
 
 
2.2.2 L&D digitalization 
Competing for and retaining talent in the digital age demands more innovative and targeted 
approaches to workforce education and training than ever before (Rosendale & Wilkie, 2021). 
In later years, the need for corporate L&D units to contribute to enhancing an organization’s 
learning and innovation ability in times of digital transformation has been stressed (Seufert & 
Meier, 2016). Companies rely on their learning and development functions to help workforces 
learn fast, but often the function itself need a transformation (Viltz-Emerson, 2021). To 
support digital transformation in the organisation the value of L&D needs to be redefined. 
L&D units need to be able to clarify competences required for successfully doing business in 
a digital economy (knowledge, skills and attitudes of both leaders and employees) and 
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effectively and efficiently develop these competences. To do so L&D needs to broaden its 
scope as it will not be sufficient to just provide formal training services (Seufert & Meier, 
2016).  
 
L&D will also need to facilitate and support non-traditional and informal learning activities 
throughout the organization. For this L&D will need to transform as it cannot effectively 
support digital transformation of the entire organization if it does not “go digital” itself. 
Digital transformation in learning and development is not just a matter of “bolting on” 
elements of social and mobile learning to existing services and programs but rather a matter of 
establishing changed cultures of learning and defining new business models for corporate 
L&D. L&D has to live and breathe digital life and explore the opportunities provided by 
digital transformation (Seufert & Meier, 2016). 
 
Even though most L&D practitioners, have moved beyond traditional learning activities from 
pre-digital transformation era, a study by Viltz-Emerson (2021) show that only 40% of L&D 
professionals have embraced digital learning and 37% saw new opportunities emerging in 
their field over the next 2 years. Garavan, et al. (2020) found that L&D perceive technology 
as important but that they are less satisfied with current learning technologies. L&D 
practitioners primarily use technology to deliver learning and not so much for knowledge 
creation and curation and the evaluation of L&D activities (2020).  
 
Data and analytics play a significant role in the future of L&D success and understanding a 
base level of analytics is one of the evolutionary skills required. Research indicates a growing 
trend that L&D professionals´ believe that using data in learning is beneficial. It also indicates 
that data and analytics is still an evolving piece of the digital learning evolution (Viltz-
Emerson, 2021). L&D now more than ever, have unparalleled access to data and research, and 
correlations between employees growth and retention and business growth can be made. Still 
a study conducted by Viltz-Emerson (2021) shows that less than 1/5 of L&D professionals 
use data and analytics to better understand how to drive impact and as part of the learning 
improvement process. Also the study made by Garavan, et al. (2020) found that L&D 
professionals make little use of learning analytics and appeared not to be particularly data 
savvy. Evidence and data analytics were used to inform a variety of transactional type of 
decisions but not so to inform strategic learning and development decisions where the bases 
for decision making were more informal, social, and personal (Garavan, et al., 2020).  
 
 
2.2.3 Online learning and MOOCs in corporations 
Given the fast evolution of digital technologies and dynamic changes in business arenas, it 
seems critical for corporations to take advantage of the variety of digital learning formats to 
capture up-to-date knowledge for their employees in feasible and cost-effective ways (Zur & 
Friedl, 2021). The disruption of COVID-19 has for instance had a big impact on the adoption 
of online learning. Learning with, and from various online networks, has become increasingly 
relevant (Zur & Friedl, 2021). In a study to prepare for the EU Digital Education Action Plan 
almost 60% of the respondents hadn’t used distance and online learning before the crisis, 
while 95% consider that the COVID-19 crisis marks a point of no return for how technology 
is used in education and training (Laye, 2020). There has been a four-fold increase in the 
numbers of individuals seeking out opportunities for learning online through their own 
initiative and a five-fold increase in employer provision of online learning opportunities to 
their workers (Zahidi, et al., 2020).  
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When digital transformation is discussed in the context of learning and development topics 
range from new formats for learning and development (i.e. MOOCs and nanodegrees, 
informal learning and performance support), platforms for learning and collaboration (i.e. 
cloud based services)  as well as integrated processes(i.e. from knowledge maps via 
competency gap analyses to training needs aggregated at the company level) (Seufert & 
Meier, 2016).  
 
In the digital age we see an appearance of large and influential upstarts that are different from 
the traditional companies in that they have built their business on platforms, rather than 
products only. The platform often has one type of customer on one side and a different type 
on the other, working as multisided networks  (McAfee & Brynjolfsson, 2017). This is the 
case for Massive open online courses (MOOCs), the learning technology with the fastest 
adoption rates in recent years (Hamori, 2021). They are online courses, typically offered by 
elite higher educational institutions on a wide range of topics at little or no cost. A big portion 
of the content provided is such that have also been provided in employer-sponsored formal 
training courses, suitable for professional development in the workforce. In 2018 technology 
and business & management represented the two largest groups of courses and many MOOCs 
have shifted toward career-relevant content for people in the workforce (Hamori, 2021).  
 
MOOCs have the potential to increase skilled labour in many workforce sectors by filling the 
short-term, technology-specific training gap faced by employers (Rosendale & Wilkie, 2021) 
and they also have the potential to transform corporate training and development practises. It 
has been predicted to boom, driven by both demand side forces such as the rapid outdate of 
knowledge and importance of relearning and lifelong learning as well as supply side forces 
such as the increased internet access and advances in digital technology (Hamori, 2021).  
 
The MOOCs are provided via AI-augmented learning ecosystems and platforms that can 
facilitate learners access to personalised solutions with learner´s feedback and ratings 
contributing to the system continuously improving. This attracts other learners as well as 
highlights the most appreciated content creators. To be effective, the platforms are 
customisable to address the specific needs of individuals, groups, enterprises, value chains 
and clusters (Laye, 2020). It provides practical applicability of new knowledge and skills in 
the workplace, with personalised content; tailored to the level, needs and wishes of the 
learner, and can be used for repetitive corporate training as well as rare, small-scale needs 
(Zur & Friedl, 2021).  
 
Traditionally large organisations have had more resources to develop formal in-company 
training on a wider variety of topics and they are more likely to provide formal in-company 
training because they benefit from economies of scale (Hamori, 2021). While the 
development cost of in-company training sessions has high fixed costs to develop training 
material etc. and require a large enrolment to make them worthwhile, MOOCs don’t 
necessitate any upfront investments from organisations and have low cost compared to other 
types of formal training (Hamori, 2021). To fully benefit from the lower cost and to create 
synergies, MOOCs will need to be implemented on an institutional level, with multiple 
iterations and a broader course portfolio, not as a one-time endeavour. Therefor it is the same 
opportunity of scalability that primarily make large organisations more likely to experience 
the potential benefits of MOOCs (Zur & Friedl, 2021). 
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Despite the wide acknowledgement of the knowledge-based economy, the need for lifelong 
learning and quickly growing open online resources, there a mismatch between a generally 
positive attitude towards MOOCs and low adoption rate in corporations (Zur & Friedl, 2021). 
Challenges might be perceptions of MOOCs inability to enhance skills within 
communication, teamwork, customer service, and leadership and some managers perceive 
MOOCs as not being able to cover company-specific training content. Since MOOCs are 
driven to provide generic content in order to be applicable to as many learners as possible, this 
might make them appear less compatible than traditional corporate learning which has been 
developed to specifically fit the organisation business practices or roles (Dodson, et al., 2015). 
Other managers are simply unaware of available courses and substance, all of with create 
drawbacks for the use of MOOCs (Rosendale, 2017; Hamori, 2018).  
 
Hamori (2021) find that employers overall, large and small, fail to capitalize on low-cost 
MOOCs to compensate for a lack of formal training. The employers that are the most open to 
integrate MOOCs into their learning portfolio, are those that already invest in training their 
workforce, no matter what size the organisation. Most respondents in the Zur & Friedl (2021) 
study also believe that online training and MOOCs should be complementary to traditional 
face-to-face training, although MOOCs can contribute to organisational learning and replace 
face-to-face training in several areas and to various groups in the organisation.  
 
From a cost perspective the time that employees take off work to study represents the highest 
cost for employers (Hamori, 2021). So although MOOCs do not imply high monetary costs of 
entry; they still require time, effort and good individual resources for the organisation and 
employees to fully benefit from its use (Goglio & Bertolini, 2021). There is an urgent need for 
intermediary services to help corporate managers identify the right platforms and the right 
courses for their employees. Corporations need to be clear about why MOOCs are being 
implemented and what they are expected to achieve (Zur & Friedl, 2021). In order to fully 
utilise the MOOCs and platforms, Bogdan et al. (2021) call for L&D to develop additional 
skills to curate and assess the MOOCs and make use of the learning analytics provided via the 
platforms. 
 
 
2.3 Theoretical framework 
To cover the gap in previous research on what impact the use of MOOC platforms have on 
L&D units, the theoretical framework is a combination of research on the role of L&D in 
today´s organisations as well as the use of MOOC platforms in corporate context. Recent 
L&D studies provide emerging themes for L&D in connection to their role in supporting 
digitalisation in organisations and learning. The result of studies of 1) the emerging themes 
for L&D in order to support digitalisation in organisations and learning and 2) previously 
identified benefits and limitations of using MOOC platforms in a corporate context are used 
as the theoretical framework to analyse the data from the interviews and to make a connection 
between the L&D role and the use of MOOCs.  
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Figure 1. L&D role and benefits of MOOC platform use connected to the emerging 
themes for L&D to support learning and development in today´s corporate context. 
 

 
2.3.1 Emerging focus for L&D development  
In studies of how specifically L&D and its role will need to develop, in order to support the 
digitalisation of organisations and learning, five key themes and insights emerge as presented 
under the following headlines. 
 
 
2.3.1.1 Aligning L&D with business strategy and agility 
L&D need to focus on strategically positioning its activities to deliver strategic insights and 
value to the business and be agile to move with the needs of the business. Much of the 
effectiveness of L&D will be influenced on how quickly it can move in response to 
organisational requirements (Garavan, et al., 2020). Agile approaches to managing projects in 
L&D are relevant not only for the development of eLearning resources but also for other 
projects. Relevant strategic initiatives might be to develop key digital competences as well as 
systematic exploration and exploitation of digital media for products and services (Seufert & 
Meier, 2016).  
 
Potential benefits from the use of MOOCs in relation to organisational development. 
Organisations can: 
• facilitate organizational development by connecting organizational goals and strategies 

with MOOCs, thus using MOOCs as an intervention to solve issues and problems in 
organizations (Park, et al., 2018).  

• identify areas to upskill and reskill in their workforce (Singh & Anderson, 2020).  
• support digital upskilling and increase digital literacy by employees using online learning 

content (Zur & Friedl, 2021) and boost employee confidence, as they can quickly fill in 
any knowledge gaps (Zur & Friedl, 2021). 

• build talent pipelines (Goglio & Bertolini, 2021; Rosendale & Wilkie, 2021) and enhance 
employee commitment and loyalty to the firm, and positively impact overall employee 
morale (Rosendale & Wilkie, 2021).  

• identify job candidates with demonstrable skills (Dodson, et al., 2015; Zur & Friedl, 2021) 
enabled by the certificate and credentialing options offered by MOOCs with attachment to 
highly regarded universities and organisations (Rosendale & Wilkie, 2021). 

•L&D role
•Benefits of using MOOCs

Emerging themes: 
Aligning L&D with business 

strategy and agility

•L&D role
•Benefits of using MOOCs

Applying L&D technology and 
analytics to enhance delivery of  

L&D activities and strategies

•L&D role
•Benefits of using MOOCs Enhance employee learning 

experience

•L&D role
•Benefits of using MOOCs

Product and service portfolio 
development
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• improve their brand image, enhance customer service, and establish collaboration with 
partners in other sectors and industries. For instance by developing MOOCs in partnership 
with public governments to provide educational opportunities and learning resources for 
disadvantaged and minority groups (Park, et al., 2018). 

 
 
2.3.1.2 Applying learning and development technology and analytics to enhance delivery of 

learning and development activities and strategies.  
Technology and real-time data are transforming the way in which business is undertaken. The 
trend is a progression toward life-long learning and continuous learning facilitated by 
technology. L&D need to embracing the use of technology as well as real-time data analytics 
(Garavan, et al., 2020). For a long time, IT infrastructure has been synonymous with 
traditional learning management systems (LMS). New moves include cloud based LMS 
services and authoring services. New types of systems are becoming available such as 
intelligent tutoring systems, mobile apps as access point to learning and performance support 
and learning experience platforms that support integration of different platforms and 
marketplaces. (Seufert & Meier, 2016) 
 
Potential benefits from the use of MOOCs in relation to enhance of delivery of learning and 
development activities and strategies. Using MOOCs can: 
• enhance the cost-effectiveness of learning and development in organisations whilst 

ensuring that employees keep their skills and professional knowledge up to date (Khalil & 
Ebner, 2015; Tseng, Tsao, & Yu, 2016; Klemke, Eradze, & Antonaci, 2018; Zur & Friedl, 
2021). 

• lower the cost of employee training (Dodson, et al., 2015). Management are citing budget 
issues as a particular cause for concern when training and organizational development 
needs arise (Rosendale & Wilkie, 2021) and the use of MOOCs provide significantly 
reduced cost for trainers, training arrangements and maintenance costs (Ong & 
Jambulingam, 2016).  

• increase audience capacity due to unlimited number of participation (Ong & 
Jambulingam, 2016). 

• provide digital learning analytics, to enable the measurement of learning impact and 
effectiveness (Khalil & Ebner, 2015; Tseng, Tsao, & Yu, 2016; Klemke, Eradze, & 
Antonaci, 2018; Singh & Anderson, 2020; Zur & Friedl, 2021) thanks to being possible to 
monitor more closely than individual trainings, done behind closed doors (Zur & Friedl, 
2021). This can improve value and focus on areas of greatest opportunity (Singh & 
Anderson, 2020), which supports effective management of talent development (Sousa & 
Rocha, 2018; Zur & Friedl, 2021).  

 
 
2.3.1.3 Enhance employee learning experience. 
L&D has to provide learning opportunities that are designed to systematically develop digital 
competencies and aligned with expectations of digitally minded employees. L&Ds 
“customers” are business representatives, participants to courses and users of service. Many 
touchpoints of the L&D customer journey are now related to digital transformation: webpages 
or intranet pages with information on courses, learning resources and services, participant 
testimonials in communities and forums, online registration, welcome messages to 
participants, online learning platforms, LMSs with usability on mobile devices, online 
learning material, learning environments in the form of digital games or online simulations, 
collaboration platforms etc. L&D need to understand the customer journey and needs (Seufert 
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& Meier, 2016). Employees are increasingly viewed as key agents in managing their careers 
and are expected to craft their careers and development and they expect better inputs into 
decisions about L&D. The employee experience is fundamental to participation in 
development activities, gaining buy-in for transformational change, use of self-service 
technology and retention (Garavan, et al., 2020). 
 
Potential benefits from the use of MOOCs in relation to enhancement of employee learning 
experience:  
• convenience and just-in-time individualized upskilling and easier access to learning 

materials (Zur & Friedl, 2021). Many programs are self-paced; meaning learners are not 
constrained by time or location and are able to complete programs at times which are most 
convenient for both themselves and their organization in a more bite-size and timely 
fashion (Ong & Jambulingam, 2016; Rosendale & Wilkie, 2021). 

• variety in opportunities and personalized learning to fit the appetite and requirements of 
each individual employee (Ong & Jambulingam, 2016). 

• enhanced lifelong learning, while integrating professional development in feasible ways 
(Zur & Friedl, 2021).  

• availability on almost all software and computer platforms (Rosendale & Wilkie, 2021); 
which gives the learner access also outside work and on multiple devices to enable 
learning to occur at a time convenient to the learner (Zur & Friedl, 2021).  

 
The potential downsides of MOOCs according to Ong & Jambulingam (2016) are all 
connected to user experience: 
• As any technical solution service problems or technical errors on a MOOC website may 

affect the training process.  
• One of the key features of MOOCs is flexibility, where employees sign into the courses at 

their preferred time and pace, but this also means that people can be working alone.  
• Most MOOCs operate asynchronously and the absence of immediate feedback from a 

course instructor can have an impact on the speed and quality of learning. 
• Employees who lack digital literacy may struggle with MOOCs and need additional 

support from the company. 
 

 
2.3.1.4 Product and service portfolio development. 
To not become superfluous in the future L&D will need to broaden its scope and mission, 
providing both professionally designed and managed formal learning opportunities but 
support informal learning in the workplace. L&D should consider curation services related to 
learning content as well as tools for personal learning and knowledge management, 
facilitation services to support reflection and learning in the workplace enablement, and 
support services for informal learning for instance in networks and communities (Seufert & 
Meier, 2016). 
 
Benefits from the use of MOOCs in relation to product and service portfolio development. 
Organisations can: 

• successfully deploy, integrate, and adopt learning programs. 
• identify relevant content to meet business and employee’s needs. 
• a potential in promoting and gaining intercultural competencies and gaining a broader 

international perspective (Zur & Friedl, 2021).  
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• introduce and/or strengthen the social learning aspect, network effects and inter-
organizational learning (Zur & Friedl, 2021). 

• provide a global reach; offer courses for employees across various countries and 
companies with a worldwide presence (Ong & Jambulingam, 2016).  

• use MOOC courses as complimentary knowledge reinforcement tool and to follow-up 
traditional classroom training sessions (Ong & Jambulingam, 2016). 

• increase access to completely new pools of knowledge; not accessible via internal 
company training (Zur & Friedl, 2021), through the breadth and depth of course topics 
(Rosendale & Wilkie, 2021). 

• offer opportunity to engage with specialists and use constantly up-to-date material 
(Zur & Friedl, 2021). 

 
 
2.3.1.5 Overall L&D competencies and roles 
To overall support the emerging themes L&D will need to enhance L&D professional 
competencies and roles. L&D professionals need to enhance their organisational contribution 
and develop mindsets, skills, and competencies that supports this (Garavan, et al., 2020). They 
need to develop new service formats, altered processes and new roles which requires L&D to 
adopt change, innovation, design thinking and a growth mindset (Viltz-Emerson, 2021). 
 
Examples of changes and new roles in L&D are to go from being the learning content creator 
to being the learning content curator, facilitators of change and reflection, and managers of 
learning communities (Seufert & Meier, 2016). As learning curators they survey the 
landscape of learning resources from platforms including MOOCs, open educational 
resources and large libraries of videos. The task is to identify relevant resources, asses fit with 
internal requirements and making them accessible for internal use (Seufert & Meier, 2016). 
 
L&D need to be fluent in a wide range of technologies supporting communication, 
collaboration and learning and will need to collaborate with both internal and external 
partners (Seufert & Meier, 2016). Key focus should be on talent analytics, change, 
management expertise, strategic partnering, and customisation of L&D solutions. Technology, 
data analytics and analytical skills are therefore central to the strategic value of the profession 
going forward (Garavan, et al., 2020).   
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3 Methodology  
This chapter presents the methodology used for this study, including data collection with 
sample group and overview of the interview process and analysis. Considerations in 
connection to reliability and validity as well as ethics are then shared and it ends with an 
introduction to the researcher’s connection to the area of concern.  
 
 
3.1 Philosophical Tradition (Paradigm)  
A researcher needs to design a methodology that suits his/her problem as methodology differs 
from problem to problem (Giri & Biswas, 2019). Given digital MOOC platforms have a 
central role in the study, the methodological frameworks will be based on recommendations 
for information systems in social science research as presented below.   
 
One of the most common distinctions in research methods is between quantitative and 
qualitative research (Myers, 1997). As this study focused on human beings and their 
perception of a situation including an information system (IS), it is connected to social 
science, which in contrast to physical science, lacks the power of exact prediction. The cause 
and effect are difficult to clearly segregate and therefore more difficult to comprehend and 
predict than the physical phenomena in natural science (Giri & Biswas, 2019). The choice for 
a qualitative research method to study the perceptions of L&D professionals was motivated by 
Myers (1997) who stated that a lot of the understanding about a phenomenon gets lost when 
textual data is quantified.  
 
Myers (1997) suggest three underlying paradigms for qualitative research: positivist, 
interpretive and critical. They can be seen as different ways a researches views the world and 
for IS research they would be:   

 
“… positivist if there is evidence of formal propositions, quantifiable measures of variables, 
hypothesis testing, and the drawing of inferences about a phenomenon from a representative 
sample to a stated population.” (Klein & Myers, 1999, p. 69)  
 
“… interpretive if it is assumed that our knowledge of reality is gained only through social 
constructions such as language, consciousness, shared meanings, documents, tools, and other 
artifacts.” (Klein & Myers, 1999, p. 69) 
 
“… critical if the main task is seen as being one of social critique, whereby the restrictive and 
alienating conditions of the status quo are brought to light.” (Klein & Myers, 1999, p. 69)  
 
The focus of this study has been the perception of the L&D professionals and their experience 
of the influence of technology, rather than identifying the cause and effect in a controlled and 
monitored closed environment. The understanding of how technology influence the L&D role 
was based on the meanings that the L&D professionals give to it and how they perceive it. 
The purpose was not to influence the L&D professionals and their context, as would be the 
case for critical research but rather to explore the perceptions of the L&D professionals 
related to their role and technology. For this purpose the interpretative paradigm, with is 
ambition to explore and create an understanding of how technology influence and is 
influenced by the context through people, was chosen.  
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3.2 Methodological Approach  
An exploratory approach is useful when the issue under study is in constant change such as 
the work environment for L&D professionals in the study (Viltz-Emerson, 2021). Exploratory 
research intends to explore research questions, but has no intention to offer final and 
conclusive solutions to existing issues (Giri & Biswas, 2019). The intention with this study 
has been to provide a better understanding by gathering initial information that can serve as a 
base to help define issues and suggestions for further research, not final conclusions. For this 
purpose, an exploratory research approach seemed a good fit.  
 
 
3.3 Method of Data collection 
General techniques to collect data or material can be interviews, observational techniques to 
study participants and fieldwork, archival research etc. For the selection of an appropriate data 
collection method the objective, nature and scope of the study, the availability of time and 
funds and the level of precision required should be taken into consideration (Giri & Biswas, 
2019). As this has been an exploratory study, shaped by open-ended questions, an interview 
setting works very well according to Giri & Biswas (2019). From semi structured interviews 
with open-ended questions, answers can be retrieved that give rich, qualitative data. This can 
lead to uncover new initiatives or issues that should be addressed by future research in line 
with the interpretative paradigm. To retrieve rich and qualitative data, within a short period of 
time, the primary data collection has therefor been through semi-structured interviews with 
open-ended questions.  
 
 
3.3.1 Sample 
The sample for the study has been done based on insights from previous studies by Garavan, 
et al. (2020). They found large firms to be more likely to have a full-time L&D role and the 
L&D professional will have to cope with greater amounts of complexity and diversity. They 
will also, to a higher extent, perform as strategic partners, change roles, and have a 
significantly higher profile than in small to medium sized enterprises. In organisations with 
international operations, unlike domestic operations, the role of L&D will also become more 
complex due to a combination of dependence of subsidiaries on headquarters and 
interdependence among subsidiaries. Garavan, et al. (2020) found that the more mature L&D 
organisation, the greater usage of technology and the more experience of the L&D 
professional, the more the emphasis and better positioned L&D will be to implement the more 
strategic roles.  
 
To retrieve data from environments with as much exposure as possible to technology and 
diverse areas of L&D, to balance the time limitations of the study, the sample was 
purposefully chosen. I approached members of professional L&D networks in Sweden and 
their contacts to find L&D professionals with experience of large, global organisations with 
operation in Sweden and MOOC platforms. 
 
Six L&D professionals, working in five different organisations, connected to four overall 
companies were identified and interviewed. Their L&D functions have existed for a minimum 
of 2,5 years and consist of 10-100 plus employees. Five participants work in centralised 
company L&D functions, providing L&D products, services, concepts, processes, and 
infrastructure cross company. The central functions are organised in teams to serve different 
markets, competencies or in specialist functions focusing on digital infrastructure, concepts, 
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and processes. All companies also have local L&D functions in markets or organisations. The 
sixth participant work in a centralised L&D function in a specialised part of the organisation.  
 
The L&D professionals have an average of 13,5 working years in the L&D field. The newest 
being one year in an L&D role, and the two most experienced over twenty years each. Two 
are working as specialists, one as developer and three as leaders. Out of respect for their wish 
to be anonymous and not identified to a specific organisation, no connection between 
organisation, role or answer will be made.  
 
The interviews took place during April 2022 via Microsoft teams. They interviews lasted 
between 60-90 minutes. They were recorded on video, notes were taken and the interviews 
were then transcribed in Word for analysis purposes.  
 
 
3.3.2 Interview process 
The participants were approached with an invitation to participate in the study and once they 
agreed an invitation and a letter of consent were sent. The acceptance of the interview 
invitation was part of the consent. At the beginning of the interviews each participant was 
informed about the purpose and framing of the study as well as explanations of the content of 
the letter of consent. The interview focus was based on open-ended questions identified 
during the literature review. They were aimed to explore as much as possible about the 
practicalities around the MOOC platforms, why they were used and what impact the 
participant perceived the use had on the role of L&D. The interviews were conducted in 
Swedish and English, depending on the preference of the participant and in an informal 
manner. The interviews were semi-structured with overall questions and some more detailed 
if needed depending on the flow of conversation. The answers from the interviewees guided 
the continuing question. At the end of the interview the participants were informed about the 
coming steps of the research as well as a wish for validation of my analysis.  
 
One of the interviews were conducted as a dyad on request from the participants as they were 
part of the same company. The dyad is similar to a one-on-one interview except that there are 
two participants present with the researcher and it represents a more effective technique than 
one-on-one in situations where two people are relatively equal partners in decision-making 
process but have somewhat conflicting views on the topic (Greenbaum, 1998). The 
experience in the interview was that the participants, who had different roles, brought 
different perspectives to the topic which built more depth and breadth to the data.  
 
 
3.4 Method of Data Analysis 
In trying to make sense of the whole, the relationship between people, the organisation and 
information technology in this study I have consulted the principles for interpretive research 
as presented by Kline & Myers (1999, p. 72). To support the analysis these principles were 
used as a reminder before and after each interview to reflect over the questions and the 
answers and their relationship, the context of the participant as well as the emphasis made by 
the participants in specific areas.  
 
For the analysis and coding of data in qualitative research inductive or deductive approaches 
can be used. The former refers to the researcher deriving concepts and themes through 
interpretations based on the data and the latter refers to analysis that set out to test whether the 
data is consistent to prior assumptions, theories, or hypotheses. The primary purpose of the 
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inductive approach is to allow research findings to emerge without the restraints imposed by 
structured methodologies (Thomas, 2006). As the ambition with this study was to explore, 
rather than explain an inductive approach was used. To make sense, structure and interpret the 
data, the analysis overall was guided by principles for inductive analysis as described by 
Creswell (2009, p. 164) as well as the principles for interpretive research. 
 
The outcome of an inductive analysis is the development of categories into a framework that 
summarizes the raw data in key themes (Thomas, 2006). For transparency the summarized 
raw data clusters and themes can be found in Appendix C. The coding followed the key 
features from Thomas (2006, p. 240):  

• I listened to find categories during the interviews, then again during the transcriptions 
and then a third time when each interview was coded with category labels. As new 
category labels emerged the previous interviews where then reviewed and revised.  

• Color coded quotes from the different interviews where then organized into the 
different categories and category descriptions and clusters emerged, including key 
characteristics, scope and limitations.  

• Thereafter the analysis was done looking for hidden meanings with the help of 
patterns, critically reflecting on how the interaction between me as a researcher and 
the participant might have influenced each other. After zooming out and then back in 
on the parts, as well as connecting the clusters closer to the research questions, 
contradictions were identified and some categories revised.   

• Links and relationships between the different categories were analyzed and organized 
in an hierarchical category system and parent labels; themes, where added.  

 
The process of data analysis involves making sense of the data (Creswell, 2009). To make 
sense the movement of understanding during the analysis has gone from the whole to the part 
and back to the whole in a circular relationship as described by Klein & Myers (1999). With 
interpretation the researcher makes sense of the hidden meaning in the apparent meaning, 
unfolding the levels of meaning implied in the literal meaning (Myers, 1997). The basic 
question in hermeneutics is: What is the meaning of this text (Myers, 1997) which was 
present throughout the analysis.  
 
 
3.5 Reliability and validity 
Concepts such as reliability and validity are typically associated with quantitative research. 
Tests and measures used to establish validity and reliability of quantitative research cannot be 
applied to qualitative research but  there are other ways to strengthen the validity and 
reliability of qualitative research. Rather than validity, qualitative research can show “Truth 
value” which reflects transparency in personal experiences and viewpoints that may have 
resulted in methodological bias and to clearly present participants perspectives. Instead of 
reliability the focus can be on consistency; showing that the researchers decisions are clear 
and transparent so that another researcher can arrive at similar or comparable findings (Noble 
& Smith, 2015). I have therefor aimed to conduct this study in line with the recommendations 
of how to produce truth value and consistency.  
 
For transparency and to minimise my personal biases I have shared my connection to this 
research area under the headline “Role of the researcher.” I have used the principles for 
interpretive research to take steps back and regularly try to spot biases and my influence on 
the participants as well as the analysis and search for literature. The choice of method has 



 

22 
 

been critically reflected and discussed with my supervisor to ensure sufficient depth and 
relevance of data collection and analysis.  
 
During the study I have kept records of interviews, recordings and literature register to be able 
to go back to validate, re-analyse, adjust, and confirm. The result has been balanced to 
represented different perspectives and to make sure all participants have been considered. For 
future validation, rich descriptions of participants accounts have been included in the 
empirical chapter. The theme clustering has also been attached to the thesis to show my 
interpretations and connections. To check the report, descriptions, or themes with participants 
to determine the accuracy of the findings helps securing the validity of the study according to 
Creswell (2009). This also strengthens that the study is based on the participants perception, 
and give them a chance to shape the themes or abstractions emerging from the process. The 
participants have therefore been invited to comment on the interview transcripts and validate 
the themes to make sure they adequately reflects their shared perceptions.  
 
 
3.6 Ethical considerations 
Voluntary participation of people must be accepted in social science research, which means 
people should not be forced into participating in research. The privacy of all participants must 
also be protected in the research process to maintain their confidentiality (Giri & Biswas, 
2019). I have therefor ensured participants consent prior to the process of gathering data as 
well as the possibility to withdraw their participation at any point. Prior to the interviews they 
were informed about the process; that the interviews would be recorded and transcribed, 
saved digitally until the thesis have been completed and thereafter deleted. The recordings as 
well as transcriptions have been saved with codes rather than participant name. As full 
discretion has been requested by participants for transparency and sharing of their 
perceptions, no connection between participants and quotes have been made in the thesis. 
During data analysis participants quotes have been detected through colour coding.  
 
 
3.7 Role of the researcher 
As a researcher in qualitative research you are a key instrument (Creswell, 2009) and in line 
with The principle of Interaction Between the Researchers and the Subjects (Klein & Myers, 
1999), my connection to the research topic is of interest and will be presented below. By 
continuously having strived to be self-conscious and question my own assumptions in  a 
continuous critical  reflection of how data is socially constructed during this study, I believe 
my understanding has improved.   
 
I have spent long time in the field of L&D, and my previous studies in work life pedagogics 
and work as an L&D professional, has helped me as a researcher to develop an in-depth 
understanding of the phenomenon under study (Creswell, 2009). My experience is from 
various roles, both operational and strategic, and I make effort to stay current with both 
theoretical and practical research in the field. As an educated practitioner within the field of 
learning and development my experiences and opinions can be of use to the topic and 
contribute to the area of L&D. I believe it has given a connection to the participants in the 
interview´s to talk to a fellow professional, as well as helped during the interviews to spot 
hidden areas. By bringing them to light, and going deeper, my ambition has been to give extra 
substance to the topic. This was also confirmed by several of the participants during the 
interviews as they pointed out that they appreciated the questions and taking the time; that it 
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made them reflect, take a step back. For instance one of the participants realised that she was 
arguing against her own believes a little further into the interview.  
 
However, I am aware that it also provides a risk for bias in the research conducted. Therefore 
precautions have been taken to ensure the validity of the study such as applying reflexivity, 
suggested by Creswell (2009).  Reflexivity means that as a researcher I have reflected how 
my biases, values, and personal background, shape my interpretations formed during the 
study. I have questioned what my own beliefs are, the beliefs of the participants and the 
beliefs of previous studies and in case of doubt I have gone back and reviewed the answers of 
the participants in the recordings and previous research to put focus on their perceptions, 
rather than mine.  
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4 Empirical findings 
In this chapter the empirical findings from the data collection are presented in relation to the 
research questions and grouped in the themes identified during the data analysis. This is 
followed by an analysis where the result is connected to the theoretical framework. 
 
Eleven themes were clustered out of thirty-one category clusters. The category clusters came 
out of 108 coded categories from the data analysis of the five interviews and has been re-
analysed and revised. The themes, category statements and codes statements generated from 
the interviews are shown in appendix C. The themes that emerged in relation as to why L&D 
and their organisations have decided to use MOOC platforms are: 
• Meet up- and reskilling needs with scalable and cost efficient solutions  
• More and new content with less effort 
• Better learning experience 
• Learning culture 
• Strengthen employability  
 
The themes connected to what impact the use of a MOOC platform have on the L&D role are:  
• Leading digitalisation and implementation of platforms 
• Balance internal production vs platform use 
• Proactive curators, partners and enablers 
• Procurement and management of platforms 
• Business impact and learning analytics 
• Wished future steps 
 
 
4.1 Result: Reasons for using MOOC platforms 
 
4.1.1 Meet up- and reskilling needs with scalable and cost efficient solution 
The overall reason for the organisations to use MOOC platforms is to be able to build new 
learning offers for more people, with bigger reach and better access, to make the learning 
content more bite sized and more efficient. “An online learning platform is a very easy way to 
bring thousands of contents very quickly to the organisation to make them available to 
everyone, when they want to use it. A lot of platform licenses also cost less than a one day 
face to face training.”. “An advantage with the online format is that you can break it down to 
bite sized content which will enable everyday learning - learning at your fingertips.” 

The interviewees see a growing need to better support employees with opportunities to upskill 
in current roles or reskill into new roles, needs they will not be able to cover with internal 
resources. “We have a huge upskilling and possibly reskilling need and we will not be able to 
cover that with internal resources if we are to make solutions available.” Buying licenses for 
MOOC platforms for many employees is a cost efficient way to cover the need and can 
generate economy of scale. It saves time and resources in the L&D organisation. The 
platforms gives the L&D functions a possibility to meet the needs faster and more agile, to 
become less of a bottleneck.  

 

4.1.2 More and new content with less effort 
The platforms provide access to external content, and does not require inhouse expertise. It 
means the organizations will have constant access to new, or continuously updated learning 
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content; for less effort, money and need for maintenance. “If you try to develop yourself to 
meet the new needs you're spending a lot of time and money and it will take time to maintain 
and keep it up to date. And you always have a continuous flow of new content.” The platform 
can also provide learning content in niched or specialized areas, not previously supported by 
L&D. Previously L&D functions have mainly been able to support with learning solutions for 
larger groups of employees due to the time and resources needed for internal development.  

 

4.1.3 Better learning experience 
A challenge that is brought up in relation to learning and how platforms can support, is the 
speed of change and the lack of time and priority for learning in the organisations. “A 
challenge is the culture, to make learning happen continuously. The challenge is that people 
don’t have time, that is the most common argument we hear and that learning and 
development is not requested by the managers and then it doesn’t get on the priority list.   
The response from L&D is to further support the incentive to learn and develop by creating 
relevancy in the learning content and advice to the co-worker. The learning content need to 
create value for the employee in relation to their role. This requires personalisation which 
becomes a challenge for L&D if the technical infrastructure is missing. Although MOOC 
platforms is not the whole answer to the technical infrastructure, there is an opportunity to 
contribute to relevancy and personalisation both from a content and a technical point of view. 
“Without infrastructure behind it can be very difficult and that's where sometimes the learning 
platforms can provide some features that are very good. Platforms provide features such as 
skills reviews and skillset which will support you to find out what skill you will need to 
strengthen. For clearly identified learning journeys you can drive a certain level of 
personalization today.” 

 

4.1.4 Learning culture 
The interviewees find it important to strengthen the view that learning can happen in many 
ways and see a need to move from the view of learning as an isolated activity connected to a 
training, to a view on learning as an integrated and vital part of everyday life. The biggest 
challenge from my point of view, working a lot with the technical learning landscape, is not 
primarily connected to technology but rather to the culture. Something the MOOC platforms 
can support with. They are also perceived by the interviewees to help people grow. “I think 
that a decision to give access to the learning content platforms can play a part in changing 
the view on learning as something broader. That you get proposals for content when you 
search and that the platforms are accessible and connected to the tools you work. That is the 
big opportunity – to include this in the company DNA rather than planning what trainings to 
take this year, you know, sitting with your manager and looking at the training budget.” The 
interviewees would like to create more pull and motivation for learning, rather than push and 
use the MOOC platforms and different communication channels to support the mindset shift. 
However, they see that the platforms will not be the silver bullet that will solve it all. The base 
for an organisation is to be clear on their learning strategy and more boldness and creation of 
the right preconditions from managers and HR colleagues for organisational learning.  

From an accessibility point of view the platforms is a component that support L&D to 
democratise learning as it can provide all employees equal access to online learning. It gives 
employees a possibility to learn anywhere and anytime and to control their own development. 
“As part of the learning culture, we see that we need to make learning more accessible to all. 
I see that it is a possibility to support democratised learning when we have the learning 
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content platforms. It gives you a possibility to learn anywhere and anytime which can give 
more opportunities for every individual to control their own development. Another 
opportunity is speed, it gives you a possibility to learn faster and to prepare faster.”  

 

4.1.5 Strengthen employability 
The platforms give the employees an opportunity to stay employable. By having access to free 
content that is verified and known also outside the company they are able to upskill and stay 
relevant in the job market. And by learning continuously the employees as well as the 
organisation will avoid ending up in a situation where reskilling and recruiting for new 
capabilities is necessary. 

 

4.2 Result: Impact on L&D´s role  
 
4.2.1 Leading digitalization and implementation of platforms 
The focus on learning, L&D and its future role and impacts of digitalisation has increased, 
both within and outside the organisation. Four out of five organisations have new or updated 
learning strategies including digitalisation  and are going through change processes with 
impact on their functions. “We are doing a huge reorganisation right now. A lot is happening 
outside of learning but we are connected to it and will change too. I have a feeling that 
learning has become more important in our company and it is highlighted. I believe it is the 
same in many companies. “. L&D have not fully caught up to adjust roles and competence 
profiles with the new tasks connected to the MOOC platforms and digitalisation. One 
interviewee share that they have added four specialist working only with digital learning since 
last Autumn.  

The pull for digitalisation in L&D comes very much from the receiving organisations but also 
from within the L&D function who wants to keep up with things going on. “It is our (L&D´s) 
time now… we should strike while the iron is hot.. At the same time you read articles saying 
that L&D as a function will not exist in the future because all will be integrated.. it’s the same 
with communication.. I think things will happen in the future.. probably we will not talk about 
learning as a special thing but rather that it is just included in the development of the 
company, somehow. Let’s see – its exiting times!.”  

The platforms have not been the only driver for digitalisation but they have influenced how 
L&D work in several areas and have contributed to faster digitalisation of solutions and 
practises. L&D save time and have been able to decrease resources. The covid pandemic 
helped speed up the implementation of online learning and MOOC platforms. Being on the 
digital journey and having the platforms helped L&D to better support the organisation with 
learning and development as employees went from working in the workplace to working at 
home. “When we went into covid mode, working from home, that was a very easy switch 
because the majority of the learning offer was online.”. “If we only would have been doing 
face to face training before covid it would be blown up!.” “And we have been pretty fast. We 
had already started to bring learning content platforms in and it helped us to handle the 
pandemic”.  Still there are requests for face to face trainings in the organisation and some 
people still want things to be as they always have. Therefor the decision to use platforms has 
have been embraced at different speed in different parts of the organisation. “Some are very 
quick to adapt and start using it and within other parts of the organisation the resistance is 
bigger. Maybe they thought that digital solutions would only be used temporarily during the 
pandemic and then we would go back to how it was before.” They sometimes also meet 
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resistance from some of the L&D colleagues who have not been involved in platform 
decision, at the same time as there is relief when they see how the MOOC platforms can 
support to meet the, sometimes overwhelming, needs on both learning developers and 
trainers. Everyone needs to start working digitally, they can no longer rely on a few digital 
experts. Hence everyone needs competence connected to digital learning and development. 
Using the platforms have had an impact on how L&D think about, and design learning and the 
design has moved more towards video.  

 

4.2.2 Internal production vs platform use 
As responsible for the central learning offer, L&D take an overall business perspective in 
regards to balancing prioritisation, cost and time investment and to drive the overall 
digitalisation of learning. With the possibility of buying more readymade content L&D need 
to identify the right balance between buying vs producing inhouse. Surveys show that their 
employees seem to prefer the internally produced material and want to see more of this, 
according to one interviewee. However having made external learning content accessible has 
had an impact on how L&D think about what content that needs to be developed internally or 
not. Previously the mindset has been that all content needed to be internally developed and 
made company specific. Now there is a critical mindset to what defines company specific, 
also taking resources in mind. “Ten years ago we made everything ourselves apart from a few 
trainings, like all other companies, and almost everything was company adjusted content. 
Even if 90% of the content was standard on the market we still thought we needed to make 
10% company specific but today this has changed.”  
 
“You can question to what extent does it make it really unique to our company? You can also 
challenge that that perspective..”  L&D see that there are other ways to make learning content 
relevant to the company context than having to integrate company specific content to a 
course. Instead you can add other elements of learning design, such as a team dialogue after 
taking an external course. “So if you take for example a LinkedIn learning course and you 
combine that with a meeting with your team to discuss the learnings from that course and how 
will we apply this in your team, that could also be a really nice way to link knowledge to the 
context without having it embedded in the course as such.”. “The L&D function gets an 
important role in knowing how to best combine the different components, internal and 
external, and when and how to best utilise them. By supporting the employees to develop 
understanding about different topics with the help of the curated content from the platforms, 
L&D can spend more time to facilitate how employees can come together and build internal 
competence. Focus more on performance and specialist knowledge and be more spot on.”    
 
 
4.2.3 Proactive curators, partners and enablers 
Having access to digital content means that the L&D function move from producers to 
enablers and curators. By making sure content, platforms and tools are available, the rest of 
the organisation are enabled to curate and develop more themselves. Rather than working 
with SMEs to create and validate content as previously, L&D now get support from SMEs to 
curate content. “Now that we have digital content we become more enablers of learning and 
the organisations will curate and produce more themselves. We make sure that there are 
solutions and tools available… and we become more enablers than producers as it was in the 
past. This has generated new roles and organisational change in the last years.“. Going from 
creating to curating is a big shift in mindset for L&D. Making the shift from creating to 
curating might have an impact on L&D professionals becoming more reflective and 
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empowered. Moving from creating to curating might make the L&D work more fun and 
challenging.“The big change is actually the mindset from creating to curating. The common 
way of thinking for people working with learning & development in our company was that we 
collected business need and then we think about - OK how can we develop something to 
answer to the need. Now instead our team should take the lead in the outcome. We help 
people to not think about creation but to think about curation instead..” “We constantly hear 
that we need to continuously develop ourselves and the only way to do so is to steal with pride 
and take away some prestige and ”not invented here” need to die if we are to have a chance 
to keep up. If we are to keep up we can’t develop everything ourselves and only look 
internally. It’s a challenge but it is also an opportunity and as an L&D function you might 
also feel more empowered if you feel that you have an answer already, you don’t need to start 
from scratch every time.”.  

Using the MOOC platforms requires competence in communication, marketing, and 
community management in a new way. L&D now need to better understand and work with 
continuous engagement and motivation in the learning content. “Right now we focus a lot on 
having a dialogue with the organisations to find out what´s in it for them and identify how 
they can motivate their employees, what message and arguments to use.”. The platform can 
help to scale learning opportunities across the company quickly and more people in the 
company can contribute to create trainings and content where there is interest and knowledge. 
The central L&D function becomes less of bottle neck and learning can get closer to the 
business. L&D becomes more of a provider.  

By bringing in more readymade learning content you broaden the bandwidth for learning and 
create more space for L&D, SMEs, and training facilitators to manage. L&D can therefor put 
more focus on addressing major competence movements and capability building, instead of 
developing individual learning solutions. “With the help of the platforms we can put more 
focus on how we address major competence movements and capability building from an 
organisational perspective (rather than develop individual learning solutions) and we can use 
the learning ecosystem to support this capability building..” “There is also a need for a 
formal strategic part that looks more how to support the need more long term as a 
compliment to the platforms supporting short term when you need to upskill. I think the 
combination is very much needed.”  

Today the platforms supports beginners and intermediate practitioners in most areas. One 
interviewee mention that specialists, who need to specialise further, might prefer to take help 
from a community to get quick and very specific answers rather than set content in the 
platforms. Two of the interviewees mention that they have seen a lot of enthusiasm with the 
platform in the beginning when all the content is made available as a smorgasbord. As 
employees mature L&D need to develop ways to support more specialised needs and learning 
journeys with relevance to the job.  

Learning journeys, a collection of curated content to guide the employees to develop certain 
skillsets or roles, is there for something the organisations have recently started to do. 
Although the MOOC platforms have machine learning to provide recommendations and 
standard learning paths based on learners skills and needs, for different roles or areas, they 
might not be relevant to what you are doing in your company. Therefor L&D are tailoring 
learning paths and curate them to fit with company needs and context. In order to spend just 
the right resources it requires L&D to be able to identify the right balance between 
personalisation, user volume and time investment.  
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With the possibility to offer content and certified courses L&D can create new learning 
concepts and programs and better support employees reskilling into new roles. They can 
develop concepts for upskilling and reskilling, so that prerequisites are created for the local 
organisations to create solutions that will be more relevant to local needs. L&D explore 
different ways of supporting reskilling for example to set minimum entry levels for specific 
roles which can be reached by completing courses from the MOOC platforms. Once 
completed the employee is entitled to apply for a position within that area, without any further 
experience needed. By creating reskilling programs the organisation become transparent about 
which jobs that are in demand. “As an organisation you need to have the transparency 
between what jobs are in demand, where are the talents in the organization and who are 
actually ready to be reskilled and that match needs to take place somehow..”  

By using the platform suppliers as sounding boards, L&D can get insights on competence 
needs and be more proactive in supporting reskilling of future competence needs. L&D can 
now take on more of a consulting and supporting role, rather than just producing. More of a 
learning partner who focus on the organisational perspective in regards to priorities and needs. 
L&D are able to become more proactive than reactive. “By having access to the platform 
suppliers and their competence, by using them as external sounding boards since they are 
really good at giving us input and challenge us, we can become sharper at mapping and put 
words on our competence needs and be able to support reskilling of future needs more 
proactively in the organisation..” Using MOOC platforms also means a considerable amount 
of administrational work can be removed that would traditionally go into organizing and 
planning learning activities. One of the organizations that have been using MOOC platforms 
for longer has seen a decrease in numbers of administrational roles as an effect.  

The interviewees see that digitalisation needs to go further than only platforms and the focus 
needs to be on the employee rather than on the learning offer. The focus should be on 
improved user experience in the platforms; platforms should support a wider range of learning 
methods and social learning. Organisations should improve personalisation by connecting 
skills with job roles, platforms, and development opportunities. “What are the skills that we 
have within the workforce in our organization? Is that the skill set that we need, to be 
successful in the future, based on data and research? Can we continue to develop certain 
skills to make sure that we are more prepared for the future as well as what are those skills 
and how can we offer recommendations and inform the people working in a certain area that 
those are the skills that will be relevant for you in the upcoming years?” Four of the 
interviewees mention that they have started, or have plans to start this work. I think that now 
that we start to look more at skills and capabilities, that is very much connected to 
recruitment and talent today, then learning and development will get further out than 
previously, closer to the business. And I think this will only develop more and more. We will 
be able to create more of a complete picture. But there is still much left to do.”  
 
 
4.2.4 Procurement and management of platforms 
The companies are using different platforms to cater for different needs. Interviewees describe 
the different platforms and vendors as part of an ecosystem and that they are moving from a 
one system landscape to a multisystem landscape, where the MOOC platforms are one part of 
the whole. Different platforms have different approach to learning and different capabilities 
and according to one interviewee you will not find one platform that can cover all your needs. 
L&D need to identify and decide what platforms that suit the organisation and different target 
groups best in the long perspective and design the architecture. They also need to consider 
accessibility from different perspectives and how the platforms can support. In global 
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organisations lack of local language can be a limitation for centrally provided platforms. The 
common language in the bigger platforms is English, which might not be sufficient in all 
markets. Providing access to employees in countries with restrictions of platforms and 
handling of personal data such as China and Russia is also a challenge. “It might be that at 
one point it becomes so restrictive that we may need to have local providers for online 
learning content.”  

For companies with both blue and white collar workers the platforms are perceived as limited 
for blue collar workers. The layout and content in the more academia based platforms can be a 
challenge and not all blue collar workers have access to computers during working hours. 
Buying content libraries works alright for white collars but it becomes harder for our blue 
collars to find the right content, there is probably not as much general content to be found. So 
we will be able to curate but will also still have a need to produce internal content.” There is 
also a minimum level of digital literacy required from the employees to use the platforms. 
“For employees to be able to take on these platforms a minimum level of literacy (able to 
understand the content)as well as digital literacy (able to use the functionalities in the 
platforms) is needed.”  

As they start procure platforms, rather than single learning solution suppliers, although they  
are supported by the general purchase functions in their company, L&D have had to develop 
new competence to manage. They need to identify best contract length from a flexibility, time 
investment and cost. “One of the first impacts on our role has been connected to understand 
how we procure these platforms i.e. the whole understanding of the content and the structure 
and getting a good setup.”.  They also need to work with continuous vendor management of 
the platform suppliers, some supported by the purchase function and some on their own.  

One of the biggest challenges for L&D, expressed in the interviews is how secure and work 
with data privacy and security compliance. This area requires more competence and effort as 
digitalisation increase and external MOOC platforms are brought into the organisation. It 
requires data privacy and security assessments during the procurement, as well as for L&D to 
assess and decide what data that can be used for follow-up, to secure compliance. How the 
organisations organise for this varies between the organisations but they all emphasise the 
importance and how the resources needed for this has increased. learning development data. 

Due to increased amount of procurement, one organisation has moved the responsibility for 
procurement to L&D, resulting in more resources and a specialised role for this. It requires a 
big effort for L&D to bring in a new platform, even for a limited need, due to the procurement 
activities as well as securing compliance with data privacy and security. This has made them 
more hesitant to bring in new platforms unless the needs are very clear and they have time and 
resources in place. “Every time we bring in a new platform, even for a very small activity, it is 
massive work and requires several hours of work from a procurement, data privacy and 
security assessment perspective and so on. It is actually not a light decision. I have people in 
the organisation who have asked us to bring in a new platform but we can´t do it right now. I 
want to do it but I don't have the capacity to do it now.”  
 
 
4.2.5 Learning analytics 
Proving the business impact a challenge and “the big nut to crack” according to two 
interviewees. A third interviewee believes working differently with data and analytics can 
support in making the connection to business impact more clear. By creating better insights, 
L&D can create more constructive dialogues and a more powerful position at the decision 
table. “Data and analytics helps you to become more real and have better and constructive 
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dialogues with your business partners if you can show them and tell them what the impact is 
of learning an area in the business. So we can be taken much more serious as well. Learning 
is not only about the soft side, it contributes to better business performance and if we can 
make that clear, then suddenly I think learning gets much more powerful position by the table 
as well. “A fourth interviewee see this as a movement that has already started and will have 
positive impact on the view on learning in the company. “I believe that we are in a new phase 
of looking at data and measurement where we would like to focus more on the impact we 
make due to developing new capabilities, skills and competencies and I believe that will make 
the view on learning more modern and transform learning in the company. Instead of 
focusing so much on participation, consumption and completion as we have done we will 
probably look more at the increase of social learning and development of skills” 
. 
Data and analytics is perceived as a fast growing field and all of the interviewees find it 
important and see it as an opportunity. All L&D professionals today should be able to 
understand where to find and how to use data, but all interviewees emphasise that L&D has 
not yet got the competence to fully utilise the data and they a need to develop this further. 
Learning analytics can help L&D to move from only using gut feeling when making 
decisions. With new possibilities and data, L&D will also make a choice of what data to use 
in line with the view they have on integrated lifelong learning in order to focus on that which 
brings most value. “ What is our view of a learner? The best learner might not be the one who 
collects lots of certificates from completed courses but maybe the one who is constantly in and 
out of the platform and use 5 minutes here and 5 minutes there. Not because you can’t make 
your mind up but because you are curious and know how to find knowledge and use it to 
practice in your work..” The platforms brings possibilities to introduce better analytics, but 
unless the different data sources from the platforms are integrated you need to manually 
merge the data to create insights on competences, proficiencies etc. on an organisational level. 

Connecting learning to business impact requires time to work with data and analytics, 
something that requires prioritisation from the management. Two of the organisations who 
have not integrated the data from different platforms in one place says it creates limitation for 
what type of analysis that can be generated. However one of the organisations that have 
integrated data in their LXP still see that they’re limited by the lack of competence in L&D of 
how to analyse and use the data. As a result the interviewees mainly use the dashboards in the 
platforms to follow up traditional learning KPIs such as engagement, perception and usage of 
the content and platforms. One interviewee also share that for the first time, the data provided 
on consumption and search, gives L&D insights of possible gaps in the learning offer.  
 
None of the organisations have a role in the function working specifically with this but two 
mention that there are data analytics specialists in other teams or within HR. Without a pull 
from the business for different KPIs than the traditional, resources and help to learn more 
about data and analytics one interviewee believe L&D will not be able to change how they 
use the data. “I believe we need to add resources specialised in data analytic, that can teach 
the rest of us. Because we struggle. Today it’s up to each and every one to individually use the 
dashboard… It’s really hard to change, you do what you´ve always done. You look at the 
numbers that have completed the course, how many did not, if it was assigned as mandatory, 
learning hours and so on.. because that is also what the business request. So there is need for 
a change but as long as we don’t feel comfortable in L&D to start talking to the business 
about it, it’s difficult. When you don’t feel you have a stable ground to stand on I think most 
people shy away from talking about data and analytics and so on. Then you just take what you 
know and focus on that.”   
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4.3 Analysis: Reasons for using MOOC platforms 
 
4.3.1 Meet up- and reskilling needs with scalable and cost efficient solution 
The interviewees confirm the need of digitalisation in the context of learning and 
development in order for L&D to be able support the organisation. There is increased focus 
for L&D to provide technology and activities that support strategic movement with 
competence development (Garavan, et al., 2020). The organisations use MOOC platforms to 
build skills by providing new learning offers for more people, with bigger reach and better 
access i.e. more scalability, faster than they previously have been able to.  
 
The platforms have a very positive impact on the saving of time and resources. They give 
L&D functions a possibility to meet needs faster and more agile, something that is pointed out 
by Garavan, et al., (2020) to define much of the effectiveness of L&D. From a strategic 
contribution the organisations are referring to previously identified benefits as reasons to use 
MOOCs; such as support facilitating organisational development (Park, et al., 2018) and 
upskilling and reskilling (Singh & Anderson, 2020; Zur & Friedl, 2021). With the help of the 
MOOCs and platforms L&D enhance the delivery of learning and development activities and 
strategies by providing more cost-effective and scalable learning solutions, than otherwise 
possible. 
 
Although not directly mentioned as reasons for organisations to use MOOCs, they explore to 
use benefits such as possibilities to use the MOOCs as support to identify job candidates 
(Dodson, et al., 2015; Zur & Friedl, 2021) and to build talent pipelines (Goglio & Bertolini, 
2021; Rosendale & Wilkie, 2021) by for instance setting minimum entry levels for specific 
roles supported by reskilling. The possibility to use MOOCs to  improve brand image (Park, 
et al., 2018) is not mentioned as a reason to use MOOCs. 
 
 
4.3.2 More and new content with less effort 
MOOCs are used because they give access to maintenance free, external content and new 
pools of knowledge, such as also confirmed by Zur & Friedl (2021). This broadens the L&D 
portfolio, something that is needed for L&D not to become superfluous in the future 
(Garavan, et al., 2020). It provides breadth and depth of course topics (Rosendale & Wilkie, 
2021) in a way that would not be possible to cover with internal development, both due to the 
amount of resources it would require as well as the lack of inhouse specialist knowledge as 
confirmed in the interviews.  
 
 
4.3.3 Better learning experience 
It is critical for L&D to create incentives for learning as time is mentioned as a scarcity in the 
organisations today and learning is not prioritised. The employee experience is fundamental to 
participation in development activities (Garavan, et al., 2020) and L&D are creating 
personalisation and relevance in the learning offer to build the incentive needed. Employees 
are expected to craft their careers and development and they expect better inputs into 
decisions about learning and development (Garavan, et al., 2020).This is supported both by 
the content as well as by functionalities in the platforms. With the help of the platforms L&D 
can create a better learning experience for the learner. An experience more in line with the 
expectations of digitally minded employees (Seufert & Meier, 2016). The organisations 
recognise benefits of using MOOCs such as convenience (Zur & Friedl, 2021), variety (Ong 
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& Jambulingam, 2016) and availability (Rosendale & Wilkie, 2021) as part of the improved 
learning experience.  
 
 
4.3.4 Improve learning culture 
The importance for L&D to support the progression towards life-long learning and continuous 
learning, as described by Garavan (2020) in order to help employees grow is stressed. There is 
a need to shift the learning culture and the view of learning as an isolated activity, i.e. a 
training, is still present in the organisation. The learning culture is seen as a bigger challenge 
than technology by L&D. With the use of the content and platforms both democratisation as 
well as the view of learning as an integrated and vital part of everyday life can be 
strengthened in the organisations.  
 
 
4.3.5 Strengthen employability 
The organisations provide MOOCs to employees, not just to sustain or exceed the 
performance in the organisation here and now and to avoid future needs of reskilling and 
recruitment. It is also to support employees to stay employable. It is achieved by the benefit 
that MOOCs provide certificates and credentialing options (Rosendale & Wilkie, 2021), 
known in the market. Although it does not come up during the interviews a benefit of building 
talent can be enhanced employee commitment and loyalty to the firm according to Rosendale 
& Wilkie (2021).  
 
 
4.4 Analysis: Impact on L&D´s role  
 
4.4.1 Leading digitalization and implementation of platforms 
With the help of the platforms, as well as a will to keep up with and use the opportunities 
provided by digitalisation, L&D have been able to speed up the transformation of their 
learning offer and practises, and as result changed roles. In order to do so, L&D must adopt 
change, innovation, design thinking and a growth mindset (Viltz-Emerson, 2021). The new 
activities and roles are in line with the suggestions from the theory, such as strategic partner 
(Garavan, et al., 2020), managing communities 
 
The digitalisation, and the availability of technology such as MOOC platforms, is impacting 
the focus for L&D with new or update learning strategies and reorganisation. L&D need to be 
agile to move with the needs of the business (Garavan, et al., 2020), something that was 
achieved with the help of the MOOC platforms in relation to the smooth shift to learning from 
home during the covid-19 pandemic. L&D need to embrace the use of technology (Garavan, 
et al., 2020) and the use of platforms requires everyone in L&D to be able to work digitally, 
which is not the case today. One of L&D´s key focuses should be on change management 
expertise (Garavan, et al., 2020) and the interviewees express that the L&D professionals who 
have already adopted and embraced the work with platforms are having to manage the change 
and resistance from colleagues, as well as the receiving organisations, who are not yet 
onboard.  
 
 
4.4.2 Balance internal production vs platform use 
MOOCs increase the access to completely new pools of knowledge (Zur & Friedl, 2021). 
Having access to the external content has resulted in L&D developing a more critical mindset 
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to what defines company specific content. The platforms have initiated new thoughts around 
how content from the platforms can be curated and combined with activities in the workplace. 
Broadening the L&D portfolio, such as offering curation in combination with design and 
facilitation to support reflection and learning in the workplace as the organisations now do, is 
in line with what is needed to support the movement in L&D (Seufert & Meier, 2016). They 
are taking a holistic approach in viewing how to best support the needs in the organisation, 
balancing prioritisation, cost and time investment to find the best solution and design.  
 
 
4.4.3 Proactive curators, partners and enablers 
Seufert & Meier (2016) identifies examples of new roles in L&D as going from being 
learning content creator to learning content curator, to facilitate change and reflection and 
manage learning communities. The platform has enabled L&D to move from producers to 
enablers and curators. They are supporting the organisation with new learning concepts, 
learning content, platforms, and tools in order for a larger group of people in the organisation 
to develop and organise learning, closer to the business. In order to enhance the employee 
learning experience, L&D need to understand the customer (employee) journey and needs 
(Seufert & Meier, 2016) and by bringing the development closer to the business, where this 
knowledge sits, the ambition is to make it more relevant to employee’s needs. Although 
MOOCs can give a variety in opportunities and personalized learning to fit the appetite and 
requirements of each individual employee (Ong & Jambulingam, 2016) they want to improve 
and build on the technology the platform provides and see the potential to further improve the 
experience for employees. They also believe connecting skills with job roles, platforms and 
development opportunities it will create a more complete picture, and move L&D closer to 
recruitment and talent. 
 
With the help of the platforms administrational tasks connected to single solutions have been 
automatised and resources saved. L&D´s focus move from developing single solutions to 
addressing major competence needs and movements, both current and future. They focus 
more on the outcome and become more strategic. One of L&D´s key focuses, to support the 
organisation, should be to customise L&D solutions (Garavan, et al., 2020) and is in line with 
the new activities such as learning journey creation.  
 
With the prioritisation, L&D can also position their activities to deliver strategic value to the 
business (Garavan, et al., 2020). Thanks to the platforms and their suppliers they are able to 
be more proactive, consulting and supporting; more of a learning partner to the organisation. 
L&D need to support communication, collaboration and learning with both internal and 
external partners (Seufert & Meier, 2016) and in relation to using the platforms L&D express 
that more focus is now on community management, marketing and communication to support 
user engagement.  
 
 
4.4.4 Procurement of platforms 
IT structure has been synonymous with traditional Learning management systems (LMS) but 
new systems are now becoming available  such as the MOOC platforms and learning 
experience platforms (LXP) that support integration of different platforms (Seufert & Meier, 
2016), used by two of the companies. The increased number of platforms brought in to 
support learning and development has resulted in L&D moving from managing a one system 
to a multi system landscape. This has led to new needs to maintain the ecosystem of suppliers 
with activities connected to vendor management and balancing the use as well as new 
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competence and roles connected to procurement where they need to take a holistic view to 
identify and match best fit short and long term and balance flexibility, time investment and 
cost into the equation of contract setup. This is very much in line with the theory that L&D 
should survey the landscape of learning recourses from platforms to identify relevant 
resources, assess fit with internal requirements and making them accessible for internal use 
(Seufert & Meier, 2016). 
 
Although the platforms can increase digital literacy by employees using online learning 
content (Zur & Friedl, 2021) the layout and content can be a limitation for those who lack 
digital literacy (Ong & Jambulingam, 2016). And although a benefit with MOOCs is that it is 
available on almost all software and computer platforms (Rosendale & Wilkie, 2021), and 
provides global reach in companies with a worldwide presence (Ong & Jambulingam, 2016) 
interviewees express limitations in that not all blue collar workers have access to digital 
devices at work. Other limitation brought up in the interviews but not mentioned in the theory 
is the that MOOCs require a certain level of literacy and English as language from the 
employees. Therefore, in identifying the needs they have learned to take into account 
requirements for accessibility and how to best cater for different needs and requirements 
connected to employee work conditions and barriers for MOOCs and online learning such as 
lack of literacy, digital literacy, digital devices and language limitations.  

The biggest challenge, and where resources and competence has had to increase, is connected 
to handling data privacy and security requirements and compliance. Both during the 
procurement but also connected to the use of the platforms. In previous studies focus is put on 
the need for L&D to use data for analytics to enhance the delivery of activities and strategies 
(Garavan, et al., 2020) but it does not go so much into specifying what making sure that data 
is accessible and that it complies with requirements entails for L&D, despite its big impact. 
 
 
4.4.5 Learning analytics 
One of the benefits described with MOOCs from the theory is that it can provide digital 
learning analytics, to enable the measurement of learning impact and effectiveness (Khalil & 
Ebner, 2015; Tseng, Tsao, & Yu, 2016; Klemke, Eradze, & Antonaci, 2018; Singh & 
Anderson, 2020; Zur & Friedl, 2021). It is also stressed that L&D need to deliver strategic 
insights and value to the business as part of the emerging themes (Garavan, et al., 2020) and 
the interviewees sees that there is an opportunity in doing so with the help of the platforms. 
By connecting organisational goals and strategies with the MOOCs it can be used to solve 
issues and problems in the organisation (Park, et al., 2018).  
 
The interviewees see the importance of connecting learning with business impact and believe 
it can support them in being taken more seriously in the organisation, modernise the view on 
learning and transform the learning in the company so that more focus will be to increase 
social learning and develop skills, something the MOOCs can contribute to  (Zur & Friedl, 
2021, Singh & Anderson, 2020). L&D need to embrace the use of technology and real-time 
data analytics (Garavan, et al., 2020) and the interviewees express a will to do so even if they 
struggle. 
 
One of L&D´s key focuses should be on talent analytics and they should apply analytics to 
enhance the delivery of L&D activities and strategies (Garavan, et al., 2020) something the 
MOOCs can support (Sousa & Rocha, 2018; Singh & Anderson, 2020, Zur & Friedl, 2021). 
So far, however, L&D has not caught up with the possibilities the platforms provide in data 
and analytics. This is mainly due to lack of competence and support in this area, something 
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that requires management prioritisation and a pull for business impact analytics from the 
business. L&D have continued to limit their follow-up to engagement in content and 
platforms, and possible gaps in the offer, not on business impact. There is a hope from those 
without LXP´s that better integration of platforms in the future can support to simplify. 
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5 Discussion 
This chapter contains the discussion where the findings are discussed in relation to the 
theoretical framework, to previous research and in relation to the overall area of concern. 
The chapter ends with a reflection on the choice of methodology based on the result.  
 
The purpose of this exploratory study has been to explore how L&D professionals who have 
made use of MOOC platforms perceive its impact on the L&D role and the value they deliver. 
The intention is to provide a better understanding to the problem area by gathering initial 
information, as provided below, that can serve as a base to help define issues and suggestions 
for further research. 
 
 
5.1 Result vs theory 
The theoretical framework present several benefits and only a few limitations connected to the 
use of MOOCs in the corporate environment. The result confirms that organisations using 
MOOCs agree with the majority of benefits as in the theoretical framework as well as one of 
the limitations. The result of the research question “Why L&D have decided to use MOOC 
platforms?” can be clustered into five main reasons. MOOC platforms are used because they:  

• overall support L&D to meet up- and reskilling needs in a scalable and cost efficient 
way 

• provide access to more and new content with less effort 
• provide a better learning experience 
• support to develop the learning culture 
• strengthen the employability for employees.  

 
The theoretical framework in addition present benefits in relation to the external environment 
of the organisation; improvement of brand image, enhanced customer service, establish 
collaboration with partners in other sectors and industries (Park, et al., 2018), which is not 
visible in the result. This implies that the main focus for the organisations in connection to the 
use of MOOC platforms is the internal environment and current employees.  
 
Although the focus of the study has been on reasons for using MOOC platforms, rather than 
reasons not to, the result supports that a limitation, as presented by the theoretical framework, 
is a lack of digital literacy. The result also contributes with three additional limitations, not 
mentioned in the theoretical framework; employee language, literacy and lack of digital 
devices in the work environment. 
 
Overall the result shows that the impact on L&D, by using MOOC platforms, is that they are 
able to develop their role to better support digitalisation in organisations and learning. For the 
research question “What impact the use of MOOC platforms have on the L&D role” the result 
shows that the main impact on L&D is connected to their new role and contribution in;  

• leading digitalisation of learning and implementation of platforms 
• balance internal production vs platform use 
• moving from producers to proactive curators, partners and enablers and by that being 

able to better support the business and employees 
• procurement and management of platforms rather than single solutions 
• learning analytics 
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The result shows that the use of MOOCs have an impact on all of the themes for L&D in the 
theoretical framework; L&D need to focus on to support digitalisation in organisations and 
learning i.e. supporting business strategy and agility, enhance delivery of L&D activities and 
strategies by using L&D technology and analytics, enhance employee learning experience and 
improved product and service portfolio development. The result confirms that as L&D 
digitalise learning, with the help of MOOC platforms, the roles that emerge are in line with 
those suggested by Seufert & Meier (2016) and Garavan, et al., (2020) in the theoretical 
framework i.e. learning content creators (including procurement), strategic partners, 
facilitators of change and reflection and managers of learning communities.  
 
Although the result correlates with the theoretical framework, overall it also contributes to 
new insights as it presents the impact of MOOC platforms on L&D specifically, not from 
general learning technology. It also adds to combining the MOOC platforms specifically to 
the role of L&D, not general corporate environment, as done in previous research. Areas 
impacted by the use of MOOC platforms in the result, that are not mentioned in the theoretical 
framework, are: 

• securing data privacy and security during procurement and use of the MOOC 
platforms.  

• the move from individual solutions to platforms where L&D have had to learn to 
balance their contribution and digital systems landscape - digital/physical, 
buying/producing, personalization/user volumes. Taking into consideration 
prioritisation, cost, time investment, use, long term vs short term organisational needs 
and flexibility.  

• identify and adjust to requirements of accessibility, employee work conditions and 
limitations to the use of MOOC platforms and online learning.   
 

The result show that L&D make use of the benefits connected to the use of MOOC platforms 
but struggle to make the most of the possibilities provided by the platform to generate 
learning analytics that connect learning to business impact due to lack of competence and 
resources.  
 
 
5.2 Result vs previous studies 
According to Garavan, et al. (2020) L&D practitioners primarily use technology to deliver 
learning and not so much for knowledge creation, curation, and evaluation of L&D activities. 
This is contradicted by the result and could be explained by the focus in this study being 
specifically L&D professionals who have incorporated MOOC platforms in their practises, 
and not general L&D professionals. MOOCs play an important role in life-long professional 
learning and they have the potential to transform corporate training and development practises 
(Hamori, 2021), and the result supports that this is the case when MOOCs are incorporated by 
the L&D unit. The result confirms that Covid-19 pandemic has created a real shift to online 
learning and the use of digital technologies as previously stated by Laye (2020) and Zahidi, et 
al. (2020) and adds awareness that the platforms allow for more speedy shifts of learning 
development and better abilities for L&D to support organizations when conditions change, 
such as during covid. 
 
The result show that L&D express a wish to keep up with current and future trends, see the 
need for digital competence in all areas of L&D, and with the help of MOOC platforms they 
have created new concepts and expanded their portfolio and become more effective in several 
areas. This adds to previous studies suggesting that L&D are expected to play a major role in 
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helping organisations to respond to future trends (Garavan, et al., 2020) and must live and 
breath digital life, explore opportunities provided by digitalisation and become more effective 
(Seufert & Meier, 2016). L&D are expected to play a more strategic role but L&D 
professionals struggle to make the transition (Garavan, et al., 2020). The result adds more 
clarity in that the use of MOOC platforms can support L&D to evolve into change agents and 
architects of organisational learning, which can contribute strategically to the organisation, 
and they express motivation to do so. But L&D struggle to connect learning with business 
impact, which is perceived to support moving L&D into a more strategic position.  

 
The L&D functions are not keeping up with the opportunities provided by the learning 
technology market (Bersin, et al., 2021) and the result confirms a wish from L&D to improve 
their current technology architecture and solutions for better integration and employee 
experience and to better support life long learning. 
 
According to Viltz-Emerson (2021) more business leaders today are forward thinking and 
speak about learning as part of their overall strategy. However the result identify a challenge 
connected to lack of time and priority for learning in the organisations. The result also shows 
that there is not incentive from the business to connect learning to business impact.  
 
Although previous studies show that data and analytics is believed to play a significant role in 
the future success of L&D (Garavan, et al., 2020; Viltz-Emerson, 2021) and L&D 
professionals believe that using data in learning is beneficial (Viltz-Emerson, 2021) L&D are 
not utilising technology to create L&D analytics. Hence decision making is still informal, 
social and personal rather than databased (Garavan, et al., 2020). The result also confirms that 
L&D believe that data and analytics is critical and that MOOCs can support L&D to move 
from decisions based on just gutfeeling but L&D fail to use the full potential. The result add 
to previous reseach by suggesting it is due to competence gaps and prioritisation.  
 
In today´s world learning is recognised as a lifelong process (LaPrade, et al., 2019; Viltz-
Emerson, 2021) and a must to the long term success of both organisations and individuals. 
The expectations on the availability of curated, on-demand, multi-channel experiences have 
increased (LaPrade, et al., 2019) and the result confirms that this view is shared by L&D. 
Rather than using MOOCs as a complementary, it is used as the base in the learning offer and 
a way to create conditions for L&D to explore and contribute to new ways of learning, such as 
social learning, rather than traditional face-to-face trainings. This contradicts to a previous 
study where most respondents believe that MOOCs should be complementary to traditional 
face-to-face training (Zur & Friedl, 2021).  

 
 

5.3 Result vs problem 
The scarcity of skills in the job market and the importance of having relevant skills available 
in organizations striving to become more digital, has put expectations on L&D to take a more 
strategic role as well as provide employees with personalized opportunities for lifelong 
learning. Learning technology that provide possibilities for L&D to transform traditional 
practices and roles to support this is already available on the market, but many fail to utilize 
it.  
 
The result indicate that an effect of using MOOC platforms i.e. digitalizing learning practices, 
can be that administrational tasks get automated or decrease, whilst other, more complex tasks 
such as procurement, vendor management, data security and privacy compliance and data 
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analysis are generated. The indication is that as L&D transform traditional practices with the 
help of MOOC platforms, their focus shift from solutions to outcome, taking into account 
both the needs of employees and the business. They go from being reactive to develop a more 
proactive, systemic view and contribution than in the past. This pattern is reflected in their 
move from creators to curators, from solution to learning paths, from producers to partners, 
from bottlenecks to enablers and from one-system to multisystem landscape management. 
This shift support the skill development in the organization and could potentially reduce the 
need to close competence gaps with external recruits and move learning closer to talent 
management. It can support L&D to become a more strategic learning partner, who contribute 
to organizational development as well as influence the future development of platforms and 
features. The MOOC platforms can support L&D to move in all areas needed, as suggested in 
previous research.  
 
However there are major obstacles for L&D to make a real impact. They are two-fold and 
potentially include a catch-22. The first obstacle is time. Time is a scarcity in the 
organisations today and the result imply that learning is not prioritised by managers. Without 
employees and managers investing time in learning, it will be hard for L&D to deliver to 
sustaining or exceeding the performance in the organisation, in line with their assignment as 
described by Garavan, et al., (2020).  
 
The second obstacle that prevents L&D from making the full move into being the strategic 
partner they need to be, despite finding it important, is learning analytics. MOOC platforms 
provide data that can support L&D to connect learning to business impact. Today this is a 
challenge in half of the companies due to missing integrations between platforms, and in all 
companies due to L&D lacking support and competence in data analysis. Learning analytics is 
not prioritized and requested by managers in the organization, other than traditional KPIs 
connected to engagement. If connections to business impact are made, it can support L&D to 
be taken more seriously; with a more powerful position at the table, and it can modernize the 
view on learning. The possible catch 22 is that unless L&D is taken more seriously, they will 
struggle to get the support needed to create learning analytics that connect learning to 
business impact. And unless L&D connect learning to business impact they will not be taken 
more seriously and fully be able to contribute to strategic business development.  
 
The result indicates that L&D take a leading role to digitalise learning and contribute to 
develop prerequisites for lifelong learning, with the support of the MOOC platforms. L&D 
see the need for change, however, as learning is not prioritised across the organisation, L&D 
are not getting the support needed. The risk is therefore that L&D have to transform learning 
and development with a bottom up perspective, rather than the full-blown strategic partner the 
organisation need and that they strive to become.  
 
 
5.4 Reflection on methodology 
Due to the gap in previous studies of what impact the use of MOOC platforms have on the 
role of L&D the method for this study was chosen to support exploration of an area where I, 
as a researcher was not sure what I would find or what should be of explicit interest. The 
nature of the study as well as time limitation, has benefited from the interpretative, 
explorative approach in that the open-ended questions during the interviews have given rich 
data to analyse, despite the conditions. The principles for interpretative research has given 
guidance during the planning, retrieving and analysis of data to reduce bias. Although the 
sample for this study is small, through the explorative and interpretative approach the 
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participants often long and valuable experience from L&D and large, global company 
contexts could enrich the data.  
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6 Conclusion 
This chapter concludes the study by giving a summary of the problem, the method, literature 
as well as the key findings and contributions. The chapter ends with proposals for future 
research based on the initial findings from the study in this area of concern.  
 
 
6.1 Conclusion 
Previous research presented in this study show that L&D as a function has grown increasingly 
significant to organisations and their business leaders and the changing landscape of digital 
transformation has a ripple effect on modern learning and development practises. The 
growing scarcity of skills in the job market and the importance of having relevant skills 
available in organizations striving to become more digital, means L&D need to take a more 
strategic role as well as provide employees with personalized opportunities for lifelong 
learning.  
 
Although research on learning in the workplace grew significantly in the beginning of the 
century (Viltz-Emerson, 2021), recent studies emphasise the scarcity of, as well as the need 
for more research about the evolving role of L&D in a digitalised and disrupted work life. 
Different contextual predictors, such as the use of technology, are important in explaining the 
perceived effectiveness of L&D roles according to Garavan, et al. (2020), who suggests that 
future research look deeper into the contextual factors that shape L&D roles. 
 
Learning technology that provide possibilities for L&D to transform traditional practices and 
roles, and take a more strategic role, to better support the organization, is already available on 
the market, but many fail to utilize it. MOOC platforms, for instance, is the fastest growing 
technology with such possibilities and yet previous research has not explored the connection 
to the L&D role, the impact the use of MOOC platforms can have on the L&D unit and what 
possibilities it can provide to meet the growing expectations on L&D. There is a knowledge 
gap and need to further explore why L&D professionals choose to curate MOOCs (or not to 
do so) (Hamori, 2021). This means there are still learnings to be made from those L&D units 
who have made a conscious decision to use MOOC platforms, to explore what impact its use 
has had on them and their role. Therefor this study set out to explore how L&D professionals, 
who have made use of digital technology such as MOOC platforms, to support learning and 
development, perceive its impact on the L&D role and the value they deliver.  
The research questions identified were:  

• Why have they decided use MOOC platforms? 
• In their view, what impact does the use of a MOOC platform have on L&D´s role?  

 
To answer these questions in an explorative way, fit to a context with gaps of the specific area 
in previous research, an interpretative approach was chosen to create rich data within the time 
limitations of the study. Six L&D professionals from four different large, global companies 
with operations in Sweden participated in the study and semi-structured interviews. A 
theoretical framework was proposed, based on the combined result of studies of 1) the 
emerging themes for L&D in order to support digitalisation in organisations and learning and 
2) previously identified benefits and limitations of using MOOC platforms in a corporate 
context, it connects the L&D role and the use of MOOCs. 
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The result show that when used in organisations where employee language, literacy and 
digital devices are not a limitation, the use of MOOC platforms can give L&D, and ultimately 
organisations, a possibility to meet the needs of up- and reskilling in a more proactive, 
scalable, personalised and cost-efficient way than ever possible with a traditional approach to 
learning and development. It contributes to develop a more modern learning culture and can 
help strengthen the employability for employees. Overall this is the reasons for using MOOC 
platforms. 
 
L&D in large, global organizations can transform traditional practices and roles with the help 
of MOOC platforms and contribute strategically to their organizations. By using MOOC 
platforms they can move from being reactive to develop a more proactive, systemic view and 
contribution than in the past. They change from; creators to curators, learning solution to 
learning paths, producers to partners, bottlenecks to enablers and from one-system to 
multisystem landscape management and move closer to talent management.  
 
However L&D struggle to make full use of the possibilities provided by the platforms 
connected to learning analytics. They see the need to connect learning with business impact, 
which is perceived to support moving L&D into a more strategic position. L&D take a leading 
role to digitalise learning and contribute to develop prerequisites for lifelong learning and see 
the need for change, however, as learning is not prioritised across the organisation, L&D are 
not getting the support needed. The risk is therefor that L&D have to transform learning and 
development with a bottom up perspective, rather than the full-blown strategic partner the 
organisation need and that they strive to become.  
 
 
6.2 Contribution 
The literature on the L&D role connected to digitalisation and digital transformations is 
aligned on the need for L&D to take a leading role in digitalising learning in the organisation, 
but it has not specifically explored L&Ds perception of what happens to the L&D role as they 
do so with the help of MOOC platforms. From a theoretical point of view this study therefor 
contributes to provide initial academic insights and input for future research. Due to the gap in 
the body of knowledge a theoretical framework was proposed; based on the combined result 
of studies of 1) the emerging themes for L&D in order to support digitalisation in 
organisations and learning and 2) previously identified benefits and limitations of using 
MOOC platforms in a corporate context, it connects the L&D role and the use of MOOCs. 
 
Although the result of the study correlates and confirm much of the theoretical framework and 
previous studies on a general level, it also contributes to new insights as it presents the impact 
of MOOC platforms on L&D specifically, not from general learning technology. It also adds 
to combining the MOOC platforms specifically to the role of L&D, not general corporate 
environment, as done in previous research. New areas have emerged from zooming in 
specifically on MOOC platforms in relation to L&D, presented in detail throughout the 
discussion chapter. By answering the research questions, the study also contributes with 
insights, answering the calls for future research from Hamori (2021) on why L&D 
professionals choose to curate MOOCs (or not do so) as well as Garavan, et al. (2020), who 
suggests that future research look deeper into the contextual factors that shape L&D roles 
such as the use of technology. 
 
From a practical point of view many studies connected to L&D and learning technology take 
a learner perspective whilst exploring how technology can support learning in the workplace. 
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This leaves little or no understanding of how L&D professionals, in the perspective of product 
owners for the technology, can use it to support the digitalisation in their unit. By taking the 
L&D product owner perspective and exploring how the technology can impact the L&D role, 
this study provides insights and serve as input to practitioners in L&D in the process of 
improving their strategies or ways of working to better support the digital transformation and 
development of skills in their organisation. It can serve as input to their choice of learning 
technology as well as their organisation´s transformation journey. 
 
 
6.3 Future research 
As this study only aimed to provide initial insights into the topic of MOOC platforms and 
their impact on L&D there are many areas that have opened up a need further exploration.  
 
According to Bersin, et al. (2021) L&D functions are not keeping up with the opportunities 
provided by the learning technology market. The way the L&D professionals use and talk 
about MOOCs and other learning platforms in this study could indicate that the 
implementation of new learning technology follows a progress and is done step by step, 
starting with the LMS, then MOOC platforms, then LXP and next skills taxonomies to 
connect talent platforms. An area that can be of interest to explore further is therefore the 
emerging connection between learning and talent management. What is the impact of  
learning moving closer to recruitment and talent by connecting skills with job roles, platforms 
and development opportunities? And as the MOOC platforms in this study were only used to 
support the organisations internally; what happens when MOOCs are used by organisations 
for employer branding and talent management? Is there a way that L&D and the organisation 
can better keep up with the opportunities in the technology market to move closer to talent 
quicker? 
 
Another suggestion for future research would be to look into digitalization of learning in 
organizations with a critical research perspective. Going through the literature of previous 
studies I reflected on the lack of critical perspectives in this area apart from the studies 
connected to effectiveness of online learning in relation to the student. What are the impacts 
of digitalized learning on the organization? Two areas specifically of interest that emerged 
during the study are:  

• The result indicate that for instance that an effect of using MOOC platforms i.e. 
digitalizing learning practices, is that administrational tasks get automated or decrease, 
whilst other, more complex tasks such as procurement, vendor management, data 
security and privacy compliance and data analysis are generated. This could be an 
indication that the L&D profession will become more complex as digitalization 
increase and future research could therefore look deeper into the further development 
of L&D. 

• A growing struggle for L&D in relation to the platforms is for instance the growing 
need for data privacy and security and different local regulations affecting the 
possibilities for use. An area for future research could therefore be what the 
implications of restrictions of data means from a platform usage point of view and 
how that impacts the possibilities for global organisations to provide efficient and 
effective learning development.  

 
Lastly, and possibly most import, in order for organizations to retain or gain the competitive 
edge they need to develop and maintain the competence, which makes learning and 
development crucial. Despite this, the result of this study suggested two obstacles to learning 
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and development connected to lack of priority; time investment in learning and learning 
analytics connected to business impact. Both were perceived to be able to solve with a 
redirection of priority in the organization and future research could therefore be to look into 
what it takes for learning to become a strategic priority in the organization.   
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Appendix B. Interview focus questions 
 
Semi-structured interview focus 
Organisation: 

• Size of firm (employment worldwide/local organisation) 
• Industry 

Respondent profile: 
• What is your position? 
• How many years´ experience do you have from working with L&D? 

Organisation´s L&D profile: 
• How long have you had an L&D unit in your organisation? 
• What L&D roles do you have in your organisation? 

o their overall activities?  
o What is the overall structure for L&D in your organisation (reporting 

arrangements, purpose, and strategic focus of L&D function)?  
o What are the key responsibilities of your L&D unit? 

 
 
MOOC & roles: 

• Why did you decide to use MOOC platforms and how long have you been using 
it? 

Possible follow-up questions: 

o How are you using MOOCs today? 
o Which MOOCs are you using? 
o How has your usage of MOOCs changed over time?  

 
• How has the use of MOOC platforms impacted your L&D roles and activities? 

Possible follow-up questions: 

o What is its contribution? 
o What has this enabled? 
o What affects has this had? 
o What are you doing differently in L&D since the availability of MOOCs? 

 
• What are key L&D challenges and opportunities in the organisation and how has 

the use of MOOCs influenced these?  
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Appendix C. Themes from data analysis 
Parent label Sibling descriptions Category descriptions and number 

of participants who have mentioned 
them 

Leading 
digitalisation 
and 
implementation 
of platforms 
 

The focus on learning, L&D 
and its future role and 
impacts of digitalisation has 
increased, both within and 
outside the organisation. 

• Learning more important, L&D´s time 
is now. 1 

• All interviewees as well as the 
companies they belong to are impacted 
by digitalisation. 6 

Four out of five organisations 
have new or updated learning 
strategies including 
digitalisation of L&D. They 
have or are going through 
change processes with impact 
on their functions. 

• New learning strategy, transformation 
of processes, roles. 1 

• New learning strategy. 3 
• New roles and organisational change. 

2 
• Reorganisation. 1 
• Look into roles in L&D. 1 

Although there is a strong 
pull, leading the digitalisation 
of learning in the organisation 
L&D have had to handle 
resistance, both from L&D as 
well as from the business and 
taking an overall 
responsibility for the change  

• The pull for digitalisation in L&D 
comes very much from the receiving 
organisations but also from within the 
L&D function who wants to keep up 
with things going on. 1 

• But four interviewees also emphasise 
the challenge that there is still a 
request for face to face trainings in the 
organisation and that some people still 
want things to be as they always have. 
4 

• The decision to use platforms have 
been embraced at different speed in 
different parts of the organisation. 1 

• There is also resistance from some of 
the L&D colleagues but also some 
relief at the same time as they see how 
the learning content platforms can 
support to meet the needs. 2 

The overall impact of moving 
to online learning, where 
learning content platforms 
contributed to faster 
digitalisation of solutions and 
practises, is that L&D have 
transformed their function 
and how they work. All L&D 
professionals need 
competence in digital, not just 
a few specialists.  
 

• The platforms have not been the only 
driver for digitalisation but they have 
influenced how L&D work in several 
areas and have contributed to faster 
digitalisation of solutions and 
practises. L&D save time and have 
been able to decrease resources. 3 

• The L&D function can no longer rely 
on a few digital experts. Everyone 
needs to start working digitally hence 
everyone needs competence connected 
to digital learning and development. 3 

• Using the platforms have had an 
impact on how L&D think about, and 
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design learning. The design has moved 
more towards video. 1 

The covid pandemic had a big 
impact on the speed of 
digitalising and moving to 
online learning. The 
organisations that had already 
started to use the learning 
content platforms found it 
made the shift much easier.  
 

• The covid pandemic really did speed 
things up in connection to online 
learning and the use of the learning 
content platforms. 3 

• Already being on the digital journey 
and having the platforms helped L&D 
to better support the organisation with 
learning and development as 
employees went from working in the 
workplace to working. 2 

As a result of the platforms 
many new activities are 
performed in L&D today. 
Some concrete examples 
mentioned by the 
interviewees are: learning 
partner, learning development 
and design architecture, 
vendor/contract management, 
data privacy and security 
assessments, digital learning 
(content) specialist.  
 

• One of the interviewees describes how 
their L&D organisation has not caught 
up in relation to adjusting roles and 
competence profiles in relation to the 
new tasks in connection to the learning 
content platforms and digitalisation. 1 

• In order to better align to the new 
activities, roles that can be added to 
their L&D function are; learning 
partner, learning development and 
design architecture, vendor/contract 
management, data privacy and security 
assessments. 1 

• Another interviewee share that they 
have added four specialist working 
only with digital learning since last 
Autumn. 1 

Better learning 
experience 

An overall challenge in the 
organisations today is the 
lack of time for learning and 
prioritisation. L&D´s answer 
is to increase the incentive for 
learning by creating more 
personalization and relevance 
with the support of the 
platforms. 
 

• A challenge that is brought up in 
relation to learning and how platforms 
can support, is the speed of change and 
the lack of time and priority for 
learning in the organisations. 2 

• The response from L&D is to further 
support the incentive to learn and 
develop by creating relevancy in the 
learning content and advice to the co-
worker. The learning content need to 
create value for the employee in 
relation to their role. 3 

• This requires personalisation which 
becomes a challenge for L&D if the 
technical infrastructure is missing. 1 

• Although learning content platforms is 
not the whole answer there is an 
opportunity to contribute to relevancy 
and personalisation. 1 
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Learning 
Culture 

The interviewees see a that 
there is a need to change the 
learning culture; from seeing 
learning as an isolated 
activity connected to training, 
to see learning as a part of 
everyday life. They see that 
the platforms can influence 
this change positively. 
 

• Big challenge not connected to tech 
but to culture. Lean set up where every 
minute is counted. 2 

• If platforms are let free they can have 
an impact on mindset to learning. We 
are in the midst of changing learning 
culture. 2 

• Opportunity to make learning part of 
everyday life. 1 

• The interviewees see a that there is a 
need to change the learning culture; 
from seeing learning as an isolated 
activity connected to training, to see 
learning as a part of everyday life. 
They see that the platforms can 
influence this change positively. 6 

• Providing access to the learning 
content platforms can contribute to 
growth in people. 1 

• With the learning content platforms 
and communication about available 
learning the interviewees would like to 
create more pull and motivation for 
learning, rather than push. 2 

• The platforms will not be the silver 
bullet that will solve it all. The base 
for an organisation is to be clear on 
their learning strategy and managers 
and HR colleagues need to be more 
bold and create the right preconditions 
for employees to learn. 2 

Support to 
meet up- and 
reskilling 
needs with 
scalable and 
cost efficient 
solution 
 

The platforms have been 
brought in by L&D functions 
to; better support up- and 
reskilling for more, become 
faster and more agile, more 
cost-efficient, and able to 
scale, better reach, save 
resources in L&D, more 
efficient learning. 

• The interviewees see a growing need 
to better support employees with 
opportunities to upskill in current roles 
or reskill into new roles and they will 
not be able to cover the need with 
internal resources. 1 

• The platforms gives the L&D 
functions a possibility to meet the 
needs faster and more agile, to become 
less of a bottleneck. 4 

• Buying licenses for learning content 
platforms for many employees is a 
cost efficient way to cover the need 
and can generates economy of scale. It 
saves time and resources in the L&D 
organisation. 2 

• The overall reason for the 
organisations to use learning content 
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platforms is to be able to build new 
learning offers for more people, with 
bigger reach, better access. 1 

• To make the learning content more 
bite sized and more efficient. 3 

More and new 
content with 
less effort 
 

Access to new and 
continuously updated content, 
less dependent on internal 
knowledge, provide more 
width and depth in learning 
offer, 
 

• Constant access to new or 
continuously updated learning content 
- for less effort and money and with 
less maintenance. It saves time and 
resources. 1 

• provide access to content without the 
need of available internal subject 
matter experts (SMEs). 1 

• Being able to offer learning content in 
niched or specialized areas, not 
previously supported. L&D 
organizations have mainly been able to 
support with learning solutions for 
larger groups of employees due to the 
time and resources needed for internal 
development. 3 

Democratise 
learning 
 

 
Democratise learning 

• From an accessibility point of view the 
platforms is a component that support 
L&D to democratise learning as it can 
provide all employees equal access to 
online learning. It gives employees a 
possibility to learn anywhere and 
anytime and to control your own 
development. 4 

Strengthen 
employability 
 

Decrease need for reskilling 
and recruitment for new 
capabilities, support 
employees employability.       
 

• By learning continuously the 
employees as well as the organisation 
will avoid ending up in a situation 
where reskilling and recruiting for new 
capabilities is necessary. 2 

• The platforms give the employees an 
opportunity to stay employable. By 
having access to free content that is 
verified and known also outside the 
company they are able to upskill and 
stay relevant in the job market. 1 

Proactive 
curators, 
partners and 
enablers; 
supporting the 
business 
supporting 
employees 

The main target group for the 
platforms today is beginners 
and intermediate practitioners 
in most areas. As employees 
mature, L&D need to develop 
ways to support more 
specialised needs.  
 
 
 

• Today the platforms supports 
beginners and intermediate 
practitioners in most areas. 1 

• One interviewee think that those who 
are already experts in an area and need 
to go deeper are not as supported by 
the platforms as they prefer to take 
help from a community to get quick 
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and very specific answers rather than 
training. 1 

• Two of the interviewees mention that 
they have seen a lot of enthusiasm 
with the platform in the beginning 
when all the content is made available 
as a smorgasbord. As employees 
mature L&D need to develop ways to 
support more specialised needs and 
learning journeys with relevance to the 
job. 2 

Although L&D see less need 
to develop company unique 
content they still see the need 
to complement the generic 
curations in the platforms 
with verified company 
specific curations and 
recommendations.  
 

• Although the platforms have 
functionalities like machine learning to 
make relevant suggestions for learners 
based on their skills and needs 
employees and L&D see a need to 
support with verified company specific 
recommendations connected to the 
content in the platforms. 2 

L&D have gone from 
focusing on developing single 
solutions to developing 
learning journeys consisting 
of curated content and 
supporting activities.  
 

• L&D have gone from focusing on 
developing single solutions to 
developing learning journeys. 
Learning journeys, a collection of 
curated content to guide the employees 
to develop certain skillsets or roles, is 
something the organisations have 
recently started to do. 2 

• The learning content platforms will 
provide standard learning paths for 
different roles or areas but they might 
not be relevant to what you are doing 
in your company. Therefor L&D are 
tailoring learning paths and curate 
them to fit with company needs and 
context. 1 

• In order to spend just the right 
resources it requires L&D to be able to 
identify the right balance between 
personalisation and user volume. 2 

By having access to digital 
learning content the L&D 
function move from 
producers/creators to enablers 
and curators. It is a big 
mindset shift for L&D and 
might lead to L&D 
professionals being more 
reflective and empowered.  
 

• Having access to digital content means 
that the L&D function move from 
producers to enablers and curators. By 
making sure content, platforms and 
tools are available the rest of the 
organisation are enable to curate and 
develop more themselves. 3 

• Rather than working with SMEs to 
create and validate content previously, 
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now L&D get support from SMEs to 
curate content. 2 

• Going from creating to curating is a 
big shift in mindset for L&D. 1 

• Making the shift from creating to 
curating might have an impact on 
L&D professionals becoming more 
reflective and empowered. 1 

• Moving from creating to curating 
might make the L&D work more fun 
and challenging. 1 

Since the platforms can help 
scaling learning opportunities 
across the company quickly, 
responsibility can move 
closer to the business, taking 
pressure off L&D and making 
them less of a bottleneck. 
L&D will have time to 
support a larger number of 
employees and local 
organisations.  
 

• The platform can help to scale learning 
opportunities across the company 
quickly.1  

• More people in the company can 
contribute to create trainings and 
content where there is interest and 
knowledge. Central L&D function 
becomes less of bottle neck and 
learning can get closer to the business. 
L&D becomes more a provider. 4 

• By bringing in more readymade 
learning content you broaden the 
bandwidth for learning and create 
more space for L&D, SMEs, and 
training facilitators to manage. 2 

With the help of platforms 
L&D can move into more of 
a consulting and supporting 
role. The focus will rather be 
on major competence 
movements and capability 
building than single solutions. 
It give possibilities to be 
more strategic, more of a 
proactive learning partner. 
 

• L&D can put more focus on 
addressing major competence 
movements and capability building, 
instead of individual learning 
solutions. 2 

• By using the platform suppliers as 
sounding boards, L&D can get insights 
on competence needs and be more 
proactive in supporting reskilling of 
future competence needs. 1 

• L&D can take on more of a consulting 
and supporting role, rather than just 
producing. More of a learning partner 
who focus on the organisational 
perspective in regards to priorities and 
needs. Become more proactive than 
reactive 4 

• Having access to external content 
before you have the expertise in a 
needed area internally as well as to 
learn from the insights the platform 
and its supplier generates about future 
competence needs creates an 
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opportunity for L&D to support the 
organization more proactively. 2 

L&D needs to better 
understand and work with 
continuous engagement and 
motivation in the learning 
content. This requires 
competence in 
communication, marketing, 
and community management. 
 

• L&D needs to better understand and 
work with continuous engagement and 
motivation in the learning content. 
This requires competence in 
communication, marketing, and 
community management. 2 

L&D is supporting the 
organisation with new 
concepts for reskilling. They 
use the learning content and 
access to the platforms to 
support the employees in 
staying employable as well as 
creating reskilling programs 
to meet organisational needs. 
This creates transparency of 
what roles and skills that are 
in demand and brings 
learning, competence 
development and recruitment 
closer as areas.  
 

• With the possibility to offer content 
and certified courses learning can 
create new learning concepts and 
programs and better support 
employees reskilling into new roles. 2  

• By developing concepts for upskilling 
and reskilling prerequisites are created 
for the local organisations to create 
solutions that will be relevant to local 
needs. 1 

• L&D explore different ways of 
supporting reskilling for example to 
set minimum entry levels for specific 
roles which can be reached by 
completing courses from the learning 
content platforms. Once completed the 
employee is entitled to apply for a 
position within that area, without any 
further experience needed. 1 

• By creating reskilling programs the 
organisation become transparent about 
which jobs that are in demand. 1 

Using learning content 
platforms take away the need 
for a considerable amount of 
administrational work from 
L&D and there is a decrease 
of administrational roles as a 
result. 
 

• Using learning content platforms takes 
away a considerable amount of 
administrational work from the L&D 
function that would traditionally go 
into organizing and planning learning 
activities. One of the organizations 
that have been using learning content 
platforms for longer has seen a 
decrease in numbers of 
administrational roles as an effect. 2 

The interviewees share what 
they would like to see as next 
steps to further utilise the 
learning content platforms. 
Improved user experience in 
the platforms; put focus on 
the employee rather than the 

• Improved user experience 
functionality in the LXP. 1 

• Digitalisation needs to go further than 
only platforms and the focus needs to 
be on the employee rather than on the 
learning offer. 1 
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learning offer, platforms 
should support a wider range 
of learning methods, improve 
personalisation by connecting 
skills with job roles, 
platforms and development 
opportunities  
 

• There is a need to support other forms 
of learning and go broader than digital 
learning content and face to face 
training and to explore how to support 
social learning. This needs to be 
supported by the platforms. 3 

• Today the learning content platforms 
support users to identify skills that 
make up specific roles or activities. 
However to fully utilise the different 
learning content platforms as well as 
internal learning content; to support 
the employees as well as to draw good 
conclusions based on data; three of the 
interviewees see a need to identify 
skills taxonomies and connect them to 
internal job profiles. Four of the 
interviewees mention that they have 
started or have plans to start this work. 
4 

 
Procurement 
and 
management of 
platforms 
 
 

The platforms are perceived 
as more relevant to white 
collar than blue collar 
workers  
 

• For companies with both blue and 
white collar workers the platforms are 
perceived as not being for the many by 
the interviewees. 1 

• There is also a minimum level of 
digital literacy required. 1 

• The layout and content can be a 
limitation if it is too academia based. 1 

• One interviewee mentions that it might 
be a challenge to find relevant content 
to curate for blue collar workers and 
not all blue collar workers have access 
to computers during working hours. 1 

With the number of learning 
content platforms on the 
market, catering for different 
needs, L&D now need to be 
able to identify which 
platforms will contribute best 
to the company learning 
ecosystem and how to cater 
for such things as local 
language requests and 
country and employee 
specific limitations.  
 

• The companies are using different 
platforms to cater for different needs. 
One interviewee describes the 
different platforms and vendors as part 
of an ecosystem. Another interviewee 
talk about it as moving from a one 
system landscape to a multisystem 
landscape where the learning content 
platforms are just one part of the 
whole. 2 

• Different platforms have different 
approach to learning and different 
capabilities and according to one 
interviewee you will not find one 
platform that can cover all your needs. 
L&D will need to make a choice of 
what platforms that suit the 
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organisation best and also make sure 
they work long term. 2  

• Since the employee only have a certain 
amount of time one interviewee share 
that separate licenses for different 
platforms for different target groups in 
order for the platforms to cannibalise 
on one another. 1 

• L&D need to consider what 
accessibility for all employees means 
and how the platforms can support 
accessibility. 1 

• For global organisations, the 
languages provided in the external 
platforms can be a limitation when you 
provide central platforms, rather than 
local. The main language provided for 
the learning content is normally 
English. 1 

• However new technology can support 
with more efficient translations. One 
of the interviewees, who has started to 
use an LXP as a content provider, see 
possibilities to overcome the 
limitations thanks to an integrated 
technology landscape. 1 

• Three of the interviewees bring up the 
challenge of making platforms 
accessible to employees in countries 
with restrictions to platforms and 
handling of personal data such as 
China and Russia. So far there is no 
long term solution in place. 3 

Although L&D gets support 
from procurement or 
purchase teams in the 
company, they have had to 
develop new competence in 
how to procure platforms 
suppliers rather than training 
suppliers. One organisation 
has created moved 
responsibility from the 
purchase organisation to 
L&D due to the increasing 
demand.  
 

• Although L&D in the organisations 
get support from the purchasing 
organisations in their company they 
have had to develop new competence 
in the area of procurement of 
platforms, rather than the procurement 
of specific learning solutions 
suppliers. 4 

• The extensive internal work connected 
to the procurement and security has 
influenced the length of contracts 
where they have decided that the 
minimum investment needs to be three 
year contract in order to balance 
flexibility with time investment and 
value. 1 
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• In one of the organisations the 
responsibility for the procurement has 
been moved from purchasing to L&D 
due to increased need of procurement 
which has required more resources and 
a specialised role in L&D. 1 

L&D now has to work with 
continuous vendor 
management of the platform 
suppliers. Some have help 
from the purchasing 
organisations and others work 
on it on their own.  
 

• Bringing in the platforms means L&D 
now has to work with continuous 
vendor management when it comes to 
the platform suppliers, some with the 
support of the purchase organisation 
and some on their own. 2 

Something L&D has learned 
is that it is a big effort for 
L&D to bring in a new 
platform even for a very 
small activity due to the 
procurement and compliance 
with data privacy and 
security. It has impacted in 
that they are more hesitant to 
bring in new platforms unless 
they have the resources in 
place and are clear about the 
needs. 
 

• Something L&D has learned is that it 
is a big effort for L&D to bring in a 
new platform even for a very small 
activity due to the procurement and 
compliance with data privacy and 
security. It has impacted in that they 
are more hesitant to bring in new 
platforms unless they have the 
resources in place and are clear about 
the needs. 2 

Data privacy and security 
compliance is an area that 
requires more competence 
and effort from L&D as 
digitalisation increase and 
learning content platforms are 
brought into the organisation. 
It is expressed as a big 
challenge for L&D and 
although they get support 
during the procurement 
process from specialists it is 
still perceived as something 
that takes time and effort.  
 

• One of the biggest challenges 
expressed in the interviews for L&D is 
how to work with and secure data 
privacy and security compliance. An 
area that requires more competence 
and effort as digitalisation increase 
and external learning content 
platforms are brought into the 
organisation. It requires the 
organisations to secure data privacy 
and security and compliance during 
the procurement as well as for L&D to 
make decisions of what data that can 
be used to comply with data privacy 
and security when data from the 
platforms is used for follow-up. 6 

• How the organisations organise for 
this varies between the organisations 
but they all emphasise the importance 
and how the resources needed for this 
has increased. 6 
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Internal 
production vs 
platform use 
 

L&D need to identify the 
right balance  

• With the possibility of buying more 
readymade content L&D need to 
identify the right balance between 
buying vs producing inhouse. 1 

• As responsible for the central learning 
offer, L&D will need to take an overall 
business perspective in regards to 
balancing prioritisation, cost and time 
investment to find the right balance 
between digital and physical trainings 
as an organisation and to drive the 
change. 3 

Having the external learning 
content accessible has had an 
impact on mindset in relation 
to company unique content. 
L&D are more questioning 
how much that needs to be 
developed due to being 
company unique.  
 

• Surveys show employees seem to 
prefer internally produced material. 1 

• However to make external learning 
content accessible has had an impact 
on how L&D think about what content 
that needs to be developed internally 
or not. Previously the mindset has 
been that all content needed to be 
internally developed and made 
company specific. Now there is a 
critical mindset to what defines 
company specific. 2 

• L&D see that there are other ways to 
make learning content relevant to the 
company context than having to 
integrate company specific content to 
a course. Instead you can add other 
elements of learning design, such as a 
team dialogue after taking an external 
course. 2 

Learning 
analytics 

Learning analytics is an area 
that all organisations find 
important that provide both a 
challenge and a possibility. 
The platforms provide an 
opportunity to introduce 
better analytics and supports 
L&D to close gaps in the 
learning offer that they have 
not previously been aware of. 
If connections to business 
impact are made, it can 
support L&D with a more 
powerful position at the 
decision table. The main 
challenges are connected to 
L&D still lacking competence 
in data and analytics and 

• Although the one interviewee 
specifically express that the main 
focus when getting the learning 
content platform was not on the 
possibilities for data and analytics, it is 
an area that all organisations find 
important and see as an opportunity. 1 

• Learning analytics can help L&D to 
move from only using their gut feeling 
when making decisions. 1 

• Today the majority of interviewees see 
the possibility to introduce better 
analytics thanks to the platforms. But 
unless the different data sources are 
integrated you need to manually merge 
the data and do more hands on work to 
generate analytics on competences in 
the organisation, proficiencies etc. 1   
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support from specialists in 
data analytics. It is also 
connected to technology 
missing to integrate the data 
from the different platforms 
which makes it hard to 
generate insights other than 
traditional KPIs connected to 
engagement in learning 
content. More can be made 
but it requires data and 
analytics to be prioritised by 
management.  
 

• Most interviewees use the dashboards 
in the platforms to follow up 
traditional KPIs in learning such as 
engagement, perception, and usage. 5 

• However one interviewee share that 
for the first time, the data provided on 
consumption and what employees 
search for, can give L&D insights of 
possible gaps in the learning offer. 1 

• Data analytics is perceived as a fast 
growing field but all organisations 
emphasise that L&D has not yet got 
the competence to fully utilise the data 
and they see a need to develop this 
further. 6 

• The lack of competence is one of the 
reason why L&D keep their follow up 
to traditional metrics. 6 

• None of the organisations have a role 
in the function working specifically 
with this but two mention that there 
are data analytics specialists in other 
teams or within HR. 2 

• All L&D professionals should be able 
to understand how data works and how 
it can be used. Unless L&D get 
resources and help to learn more about 
data and analytics the risk is that they 
will continue to do what they already 
know, because that is also what the 
business request. 6 

• Proving the business impact is the nut 
to crack and a challenge today 
according to two interviewees. A third 
interviewee believes working 
differently with data and analytics can 
support in making the connection to 
business impact more clear. By 
creating better insights, L&D can 
create more constructive dialogues and 
a more powerful position at the 
decision table and a fourth interviewee 
see this as a movement that has 
already started and will have positive 
impact on the view on learning in the 
company. 5 

• L&D will need to aligning the mindset 
and view they have on learning with 
what should measured. 2 
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• To connect learning with business 
impact today requires time to work 
with data and analytics, something that 
requires prioritisation from the 
management. 1 

• Two of the organisations mention that 
not having the data from different 
platforms integrated in one place 
creates limitation for what analysis 
that can be generated. 2 

• At the same time one of the 
organisations that have already 
integrated data in the LXP still see that 
their organisation is limited by the lack 
of competence in L&D of how to best 
utilise the data. 1 
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