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ABSTRACT 

The exponential growth of open on-line learning resources has dramatically changed the 

way adults learn. The scholarly literature has been studying this phenomenon mainly through the 

concept of Personal Learning Environments (PLE), which refers to the set of self-managed on-

line tools and resources that learners use more and more frequently to meet their goals. On the 

other hand, in an increasingly competitive world, learning in the workplace has also evolved as 

new learning capabilities have been required to innovate and adapt in a world that is changing 

at a faster rate all the time. Already before the Internet became a massively used tool, social 

scientists had coined the concepts of Self Directed Learning Readiness (SDLR) and the Learning 

Organization (LO) to explain the evolution of adult learning. The development of a culture of 

learning organization and self-directed learning in a company was proven to correlate with 

higher levels of financial performance and capacity to innovate and, for this reason, most 

companies that operate in contexts where innovation is crucial for survival, have been trying to 

evolve their cultures in that direction. Now, as the massive use of Internet becomes part of 

everyday life, we ask ourselves if there is any relationship between the use of on-line personal 

learning environments and the cultural evolution required to become self-directed learning 

ready and a learning organization. To asses this association, we carried out an empirical 

assessment by deploying an on-line questionnaire to more than 9.400 Telefonica employees 

worldwide, with the positive results that are discussed in this article.  

INTRODUCTION 

Neo, the hero in the 1999 film “The Matrix”, is trying to run away from his pursuers. It is life or 

death. There is a helicopter on the roof of the building that he could use to run away, if he knew how to 

fly it, of course. No problem, remember his brain is connected to the network. All he has to do is to 

request the downloading of the specific training course and implant into his brain. In less than one second, 

he is ready to fly (Bui, 2010). Neo’s brain is connected to a network similar to the Internet and the 

helicopter flying learning program that is downloaded into his brain is like an on-line learning program. 

However, this lesson is not about the power of on-line learning, but about the evolution of the way we 

learn. What this trick comes to show is that the acquisition and possession of knowledge will not be so 

relevant in the near future, instead of that, what will be much more important is the capacity to find it and 

be able to use it. Knowledge will no longer be located in people´s brains but in the network. There is no 
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doubt about the huge implications this will have in the evolution of adult learning in the workplace 

(Anderson, 2010)   
The exponential growth of data stored in the Internet that has taken place over the last fifteen years 

is probably the strongest driver of change in the world of adult learning. According to (Weinberger, 

2011), as opposed to physical media like books and pictures through which knowledge was transmitted in 

the past, the digital media in Internet is characterized by a set of unique features that imply a huge 

paradigm shift: abundance; linking and searching options; open and public access; richness in points of 

view and collaboration; etc.  

This new set of possibilities in the way we have access to all kind of information and knowledge 

has great implications in the way we learn. (Siemens, 2005), proposed a new learning theory, 

connectivism, and suggested that learning, defined as actionable knowledge, can reside outside of 

ourselves (within an organization or a database) and is focused on connecting specialized information sets 

and experts. “The pipe is more important than the content within the pipe and our ability to learn what we 

need for tomorrow, is more important than what we know today”. 

(Sahin, 2012), conducted a Delphi study that concluded that connectivism plays a central role in the 

“learning to learn” concept, because “it allows individuals to discover continuous learning in its greatest 

expression, by providing them a most effective way to learn and discover”. 

Now, if we look at the technological aspects of the learning revolution, we can acknowledge the 

deep conceptual changes that have taken place in the way the new generations learn. According to 

(Brown, 2000) scientist and Xerox´s chief technology officer, there is a set of conceptual changes in the 

learning modes as a result of the prospects brought by the digital technologies: Bi-directionality (the user 

can at once be a receiver and a sender); Multimedia (the user can take advantage of his multiple 

intelligences); Cooperation (resources are available from virtually unlimited sources); Searching 

(researching capabilities are developed in a natural way); Action (agility becomes the norm); Collective 

intelligence and diversity (users develop a culture of collaboration in a rich diverse environment). 

The concept of Personal Learning Environment (PLE), that is central to this research, was 

originally introduced as a potential technological evolution of the traditional software systems used by 

learning institutions to manage on-line learning, the so called learning management systems (LMS).  

According to (Farooq, 2012), “the appearance of open learning resources and the interactive social media 

applications, has conditioned the vision we have of the traditional LMSs, making them obsolete. A 

traditional LMS is centered too much in the owning educational institution, opposed to the students it 

serves, since it is not opened to the possibilities offered by the Internet”.   

The scholarly literature is paying more and more attention to the concept of PLE and 

acknowledging the fact that it is no longer about the development of new technologies but about the way 

the new generations learn in and open on-line world. (Llorente, 2013) defines a PLE as “a new way to 

understand how students learn and how teachers teach in the digital era”. (Attwell, 2007,2008) defines a 

PLE as “the set of all the different tools that we use in daily life to learn”. Whatever definition we may 

want to use, there is no doubt any longer about its relevance. (Gallego & Chaves, 2014) state that PLE “is 

an emerging and booming concept that demands more empirical research”.  

Our empirical research is focused on the relationship of the emergence of PLE as a new way of 

learning, and the evolution of adult learning within enterprises to innovate and adapt in a context of 

permanent change (Attwell, 2009). To do so we developed a tool to measure PLE capabilities and we 

used the already existing tools to measure the evolution of the learning models within organizations, 

basically its employee´s capabilities to be self-directed learners and of the organization to become a 

learning organization (Schaffert, 2008).    

Already before the Internet became a tool massively used, social scientists had coined the concepts 

of Self Directed Learning Readiness (SDLR) and the Learning Organization (LO) in order to explain the 

evolution of adult learning (Artis, 2007). The development of a culture of learning organization and self-

directed learning in a company was proven to correlate with higher levels of financial performance and 
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capacity to innovate and, for this reason, most companies that operate in contexts where innovation is 

crucial for survival, have been trying to evolve their cultures in that direction. 

(Peter Senge, 1990) defines a learning organization as one that is capable of mastering in five 

disciplines, in order to be able to survive in a changing world: 

System Thinking - The organization and each of its components are considered open interrelated       

systems  

Personal Domain - Every individual is conscientious of the need to evolve permanently 

Open Minded Models - Challenging all pre-established judgments all the time 

Shared Vision - Leadership to create a vision shared among all individuals 

Team Learning - Promoting a culture of dialogue, testing and learning from mistakes       

On the other hand, the concept of self-directed learning has been considered as central to the adult 

learning theory in the last decades. (Baldwin, 1997) states that “individuals are becoming more and more 

conscientious of their responsibility regarding their own development”. (Brookfield, 2009) described 

Self-directed learning as “that in which the conceptualization, design, conduct and evaluation of a 

learning project are directed by the learner”. This does not mean that self-directed learning is highly 

individualized learning, always conducted in isolation, in fact learners can work in self-directed ways 

while engaged in group-learning settings, if this is a choice they have made believing it to be conducive to 

their learning efforts (Bartlett, 1999). Self-directed learners are not to be thought of as Robinson Crusoes 

working without human contact. Indeed, a recurring theme of research in this area is the way learners 

move in and out of learning networks and consult a range of peers (Brookfield, 1986).  

Now, the self-directed learning and learning organization concepts are both linked together.  

According to (Cho, 2002), the concepts of SDLR and LO are connected, since the learning organization 

concept is constructed upon the willingness of individuals to learn and construct collectively. This 

connection is an important part of the results of this research study (Berghman, 2013).  
Now, why do we consider the self-directed and learning organization concepts to be relevant as 

part of this research? The truth is that research shows that both SDLR and LO go together with higher 

financial performance and innovation rates.  In 2002, Ellinger et al conducted an empirical study over 400 

managers belonging to an extensive list of US companies form different sectors having in common the 

need to innovate: automotive parts and supplies, chemicals, electronics or telecommunications among 

others, to find out the relationship between the capability of the company to operate as a Learning 

Organization and its Financial Performance. To do so they used (Marsick & Watkins, 1993) dimensions 

of the learning organization construct and they measured the financial performance of the company both 

objectively and as perceived by the employees. Figure 1 shows the positive relationship obtained.  
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Figure 1 

RELATIONSHIP BETWEEN LO AND PERFORMANCE. ELLINGER ET AL (2002) 

Further on, in 2008 Li An Ho carried out an empirical study over 230 experts out of 21 

technological companies in Taiwan. Taiwan is known for hosting some of the most important high tech 

electronic component manufacturing companies (Caffarella, 1993). This is an environment where 

innovation is essential. Li An Ho, measured the positive relationship between the learning organization 

capabilities, self-directed learning capabilities, knowledge management capabilities and the organization 

performance. Once again, this shows that acquiring learning organization and self-directed learning 

practices is essential to compete in a changing environment.  Figure 2 shows the results obtained by Li An 

Ho. 

  

Figure 2 

RELATIONSHIP BETWEEN LO, SDLR AND ORGANIZATIONAL PERFORMANCE. LI AN HO (2008) 

According to (Bernardo Quinn, 2015), Telefonica’s CHRO, “the organizations in the 21 

century confront a situation of permanent change that is forcing them to take active measures to 

survive”. Now, as the use of Internet becomes part of everyday life, we ask ourselves if there is 

any relationship between the use of on-line personal learning environments by the members of an 

organization and the cultural evolution required for them to become self-directed learning ready 

and acquire learning organization practices (Chiva, 2005). To asses this association, we deployed 

an on-line questionnaire to more than 9,500 Telefonica employees worldwide, with the positive 

results that are discussed in this article. What we tried to prove is that those organizations who 

promote the use of on-line open learning tools and resources are more likely to become self-

directed learning ready and learning organization and, by doing so, have better chances to 

survive in a context of change (Ismail, 2014).         

Theoretical Framework 
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The theoretical framework is based in two already existing constructs that have been 

proven to be useful to measure self-directed learning readiness and learning organization 

capabilities, and to correlate with higher levels of financial and innovation performance in those 

organizations where it is manifest, as shown in the previous section, plus a new construct 

designed and developed by ourselves to measure personal on-line learning environments 

capabilities (Cho, 2002).  

Regarding self-directed learning readiness capabilities, we chose the construct developed 

by Lucy (Guglielmino, 1997). According to Guglielmino, a highly self-directed learner, “is one 

who exhibits initiative, independence, and persistence in learning; one who accepts responsibility 

for his or her own learning and views problems as challenges, not obstacles; one who is capable 

of self-discipline and has a high degree of curiosity; one who has a strong desire to learn or 

change and is self-confident; one who is able to use basic study skills, organize his or her time 

and set an appropriate pace for learning, and to develop a plan for completing work; one who 

enjoys learning and has a tendency to be goal-oriented”.  

Guglielmino’s original construct shows eight dimensions, although in the last 30 years 

different simplified versions have been used in different contexts. In our case we used a 

simplified version that probed to work properly in the Telefonica context, with only four out of 

the eight original dimensions of its scale (Confessore, 1998). 

The following are the four dimensions used in this research to validate up to what extend 

Telefonica employees are self-directed ready learners:  

Positive attitude towards learning (I consider continuous learning to be essential for my 

career)  

Enthusiasm for learning (I love learning) 

Confidence in own capacities for learning (I trust in my own capacity to learn) 

Tolerance towards ambiguity and risk in learning (I feel comfortable under uncertain 

conditions for learning, specially where there is no strong guidance) 

Regarding Learning Organization capabilities, we chose the construct developed by 

(Victoria Marsick & Karen Watkins, 1993). According to Marsick and Watson a learning 

organization is “an organization of people that provide learning at the individual, group and 

organizational level with the ultimate goal of inducing innovation and change within the 

organization”. The original construct designed by Marsick and Watson shows 7 dimensions but 

we used only the first six dimensions since this probed to work best in the Telefonica context. 

The seventh dimension of the original construct referred to the need of “embedded systems to 

support knowledge sharing” but this seems to be no longer relevant as a result of the appearance 

of numerous open free use on-line tools like Linkedin, tedX, You tube, slideshare or even 

Facebook, that are clearly displacing the old corporate knowledge management systems and 

compose the essence of the personal learning environment concept (Jerez-Gomez, 2005).    

The following are the six dimensions used in this research to validate up to what extend 

Telefonica employees consider their organization embraces the practices of a learning 

organization: 

Strategic leadership for training (leaders support training as an essential part of the 

strategy)  

Empowerment to create a collective vision (people are encouraged to create and be part of 

a shared vision) 

System thinking (people are encouraged to reflect upon the relationship of their jobs with 

other departments and the rest of society) 
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Team learning (people are encouraged to take part in collective learning processes) 

Continuous learning (the organization is constantly providing opportunities for continuous 

learning) 

Dialogue and investigation (people and teams are encouraged to experiment, learn from 

mistakes and share the findings) 

We have used a third construct in this research to assess up to what extend Telefonica 

employees have capabilities to create and use their own on-line personal learning environments. 

We developed this construct ourselves, since there was none available so far (Cross, 2011). We 

encourage anyone interested in measuring these capabilities within its organization to use it if 

convenient. 

(Crossan, 1999) Having capabilities to create and use on-line personal learning 

environments implies that the individual is capable to cover most of his learning needs through 

the use of an extended on-line network of experts and knowledge resources, which include a 

large variety and range of sources, going from very structured learning contents, like the MOOCs 

offered in different platforms by Universities all around the world, to very unstructured contents 

like blogs or even the posts in Twitter from experts in whatever topic one may be following 

(Keursten, 2006).   

The construct we developed, which probed to work in the Telefonica context, contains 

three main dimensions:    

PLE1: Open on-line learning tools  

PLE2: Corporate on-line learning tools 

PLE3: Collaboration on-line tools 

For all three we assessed both the capability to use the corresponding tools and the value 

obtained by using them, as perceived by the individual.   

We wanted to find out the relationship among these three concepts, SLDR (self-directed 

learning readiness), DLO (dimensions of a learning organization) and PLE (personal learning 

environments) in order to probe that an organization where people are encouraged to use on-line 

collaboration and learning open tools is more likely to become a learning organization with self-

directed learners and therefore improve its capability to innovate and adapt in a context of 

constant transformation. Figure 3 shows the main hypothesis we wanted to test. 



 
 
International Journal of Entrepreneurship                                                                                Volume 27, Issue 1, 2023 

 

 

                                                                                                     7                                                                        1939-4675-27-1-163 

 

Citation Information:  Castillon., JA; Meruvia., HT; Bonilla., MV.  (2023). The Relationship Between the Learning Organization and 
Self Directed Learning Readiness Concepts and the Use of Personal Learning Environments: An Empirical 
Assessment. International Journal of Entrepreneurship, 27(1), 1-16. 

. 

 

Figure 3 

RELATIONSHIP BETWEEN PLE, LO, SDLR AND ORGANIZATIONAL PERFORMANCE 

 

We have considered Telefonica as a perfect context for this research for several reasons. 

First because Telefonica is a company that offers services to its customers based on state of the 

art technologies, that are evolving constantly and at the highest pace. Its 100 years of history is a 

story of constant transformation (Daft, 1984). Secondly because it is a multi-local company that 

has employees working in different operations in more than 24 countries, operating in different 

cultural settings, even if they share the same purpose. Finally, because Telefonica has been lately 

encouraging its employees to use open on-line learning and collaboration tools and resources as 

part of its strategy to transform and become a more agile and innovative company and we wanted 

to assess the value of this strategy (Downes, 2010).          

Research Questions 

This research addresses the following questions: 
Up to what extend is Telefonica an organization where:  a) employees are self-directed learning 

ready (SDLR); b) employees are encouraged to follow learning organization practices (DLO); c) 

employees create and use on-line personal environments to improve their performance and develop their 

careers (PLE)  

Is there a positive relationship between using personal on-line learning environments (PLE) and 

being self-directed learning ready (SDLR)? 

Is there a positive relationship between using personal on-line learning environments (PLE) and 

perceiving your organization as a learning organization (DLO)? 

Has there been an evolution of the employees´ perception of the importance of being self-directed 

learning ready (SDLR) and working in a learning organization environment (DLO) as a result of the use 

of on-line personal learning environments (PLE)?     
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Research Design  

We designed and implemented a 110 questions on-line survey. It was originally designed 

in Spanish and translated into Portuguese, English and German. It contained the following 

blocks: 

PLE (Personal Learning Environments capabilities): 18 items construct design by 

ourselves. Shows 3 dimensions that explain 70.5% of total variance 

SDLR (Self-Directed Learning Readiness): 18 items construct adapted from 

Guglielminos’s scale. Shows 3 dimensions that explain 64.6 % of total variance 

DLO (Dimensions of Learning Organization capabilities): 36 items construct adapted 

from Marsick & Watson DLO questionnaire. Shows 6 dimensions that explain 66,0 % of 

total variance 

EVSDLR & EVLO (Evolution of the perception of SDLR and DLO as a result of the 

appearance of PLE): 7 items construct designed by ourselves to measure evolution of 

individuals perception of their self-directed learning readiness (SDLR) and of their company 

as learning organization (DLO)  

Social and demographic distribution variables 

 

We deployed the on-line survey over 80.000 Telefonica employees worldwide, out of 

which 9.500 answered, a very broad sample. Table 1 and 2 shows the demographic distribution 

of the sample, composed mainly of highly qualified employees with an average age around 40 

years (Ellinger, 2002).  
Table 1 

SAMPLE GEOGRAPHIC 

DISTRIBUTION 

Country Frequency % 

Argentina 1.508 15,90% 

Brazil 1.372 14,47% 

Chile 429 4,52% 

China 2 0,02% 

Colombia 749 7,90% 

Ecuador 143 1,51% 

El Salvador 28 0,30% 

Germany 10 0,11% 

Guatemala 64 0,67% 

Mexico 322 3,40% 

Nicaragua 32 0,34% 

Panama 1 0,01% 

Peru 646 6,81% 

Puerto Rico 2 0,02% 

Spain 3.198 33,72% 
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UK 80 0,84% 

USA 24 0,25% 

Venezuela 403 4,25% 

Unidentified 471 4,97% 

Total 9.484 
     

Table 2 

SAMPLE DISTRIBUTION (AGE, EDUCATION, YEARS IN TELEFONICA, GENDER) 

Age      
>50 [50 - 40] [40 - 30] >30 

13% 37% 34% 16% 

Education      
Undergraduate Technical University Degree Postgraduate 

5% 19% 45% 31% 

Years in Telefonica   
>10 [10 - 5] [5 - 1] >1 

13% 37% 34% 16% 

Gender      
Male Female 

 

  

60% 40%     

Age is probably the most relevant parameter. Research shows that the younger generations 

use Internet and on-line learning resources much more extensively than the older generations for 

the obvious reason that they have been exposed to Internet since childhood (Ureña, 2013). The 

fact that most of the individuals in this research belong to the older generations was crucial to be 

able to analyze the evolution of their perception of the importance of the self-directed learning 

and learning organization capabilities as a result of the appearance of Internet and the concept of 

personal on-line learning environments (Ellis, 2003). On the other hand, the fact that we had also 

individuals belonging to the younger generation was useful to validate the PLE construct in all of 

its 3 dimensions. Obviously the younger the individual, the higher the score in the PLE scales as 

shown in table 3. 

It is interesting to point out that we got the same results both for the self-directed learning 

readiness and learning organization scales, that is the younger the individual, the higher the 

scores in both cases (Farooq, 2012). This was also the case with the educational level, the higher 

the educational level, the higher the scores in all scales which also contributed to the validation 

of the scales, as other previous research showed, Ureña (2013) for PLE; ? (Guglielmino & 

Roberts, 1992) for SDLR; (Kassim, 2007) for DLO (Field, 1989).  

Table 4 shows the results obtained for the entire population, including the consistency 

measurements for each scale. Table 4 shows the comparison of mean values for the total scores 

in each of the three scales as a function of gender, age, education level and functional area within 

the company. We could say that the typical individual with higher scores in all scales would be a 

young female with postgraduate studies and belonging to the R&D department. The R&D 

function is by definition the most innovative and cutting edge area, and the one that requires the 

highest level of skills and knowledge updating and sharing.    
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Table 3 

MEAN VALUES AND CONSISTENCY ESTIMATES OF THE MEASUREMENT SCALES 

Scales and Subscales Number of 

items 

Coefficient 

Alpha (α) 

Mean         

(1-5 scale) 

Standard 

Deviation 

PLE (Personal Learning Environments) 18 0.93 3.70 0.71 

PLE1 (corporate on-line learning tools) 6 0.89 3.53 0.86 

PLE2 (open on-line learning tools) 6 0.93 3.71 0.89 

PLE1 (open collaboration on-line learning tools) 6 0.95 3.85 0.88 

SDLR (Self-Directed Learning Readiness) 15 0.77 4.13 0.41 

Positive attitude towards learning 4 0.91 4.81 0.45 

Enthusiasm for learning 3 0.87 4.72 0.50 

Confidence in own capacities for learning 4 0.71 3.32 0.86 

Tolerance towards ambiguity and risk in learning 4 0.77 3.84 0.68 

DLO (Dimensions of the Learning 

Organization) 

37 0.93 3.55 0.88 

Strategic leadership for training 8 0.93 3.55 0.94 

Empowerment to create a collective vision 6 0.90 3.29 0.99 

System thinking 7 0.93 3.55 0.97 

Team learning 7 0.93 3.49 0.99 

Continuous learning 4 0.94 3.60 0.96 

Dialogue and investigation 5 0.94 3.93 0.87 

Note: N= 9500     

 

Table 4 

COMPARISON OF MEAN VALUES   

  TOTALTPLE (*) TOTALSDLR (*) TOTALDLO (*) 

  Mean (*) St. Dev. Mean  (*) St. Dev. Mean  (*) St. Dev. 

Gender Male 3.67 0.72 4,11 0,42 3,53 0,89 

Female 3.74 0.71 4,18 0,39 3,60 0,88 

  F=19.9; P=0.000; 

η2=0.002 

F=55.4; P=0.000; 

η2=0.006 

F=16.4; P=0.000; 

η2=0.002 

Age < 30 3,96 0,58 4,24 0,37 3,79 0,76 

30 to 40 3,83 0,64 4,21 0,38 3,64 0,87 

40 to 50 3,55 0,74 4,07 0,42 3,43 0,90 

> 50 3,45 0,78 3,99 0,43 3,41 0,92 
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  F=215.0; P=0.000; 

η2=0.006 

F=162.7; P=0.000; 

η2=0.005 

F=81.9; P=0.000; 

η2=0.003 

Education Postgraduate 3,78 0,64 4,23 0,37 3,59 0,85 

Univ. degree 3,73 0,70 4,15 0,40 3,60 0,86 

Technical 3,52 0,79 4,00 0,42 3,43 0,95 

Basic 3,59 0,86 3,96 0,46 3,44 0,97 

  F=56.1; P=0.000; 

η2=0.017 

F=159.3; P=0.000; 

η2=0.048 

F=19.3; P=0.000; 

η2=0.006 

Position Senior manager 3,61 0,70 4,23 0,40 3,86 0,70 

Manager 3,73 0,70 4,16 0,39 3,72 0,80 

Expert 3,78 0,68 4,18 0,38 3,59 0,87 

Tecnician 3,61 0,75 4,06 0,44 3,39 0,94 

  F=34.9; P=0.000; 

η2=0.011 

F=58.2; P=0.000; 

η2=0.018 

F=79.9; P=0.000; 

η2=0.025 

Function Operations 3,64 0,75 4,08 0,43 3,47 0,91 

Sales 3,75 0,73 4,15 0,41 3,63 0,90 

IT 3,69 0,65 4,13 0,40 3,53 0,80 

Technology 3,78 0,66 4,16 0,41 3,62 0,84 

Marketing 3,69 0,66 4,18 0,38 3,51 0,89 

Finance 3,69 0,71 4,15 0,39 3,60 0,86 

HR 3,78 0,60 4,15 0,37 3,61 0,83 

Communication 3,63 0,85 4,10 0,43 3,53 0,95 

R&D 3,80 0,58 4,30 0,34 3,61 0,80 

  F=34.9; P=0.000; 

η2=0.006 

F=58.2; P=0.000; 

η2=0.011 

F=79.9; P=0.000; 

η2=0.006 

Data Analysis and Results Obtained 

We wanted to probe that the development of personal learning environment practices 

within the members of the organization had a positive relationship with the acquisition of a 

learning organization culture and the evolution of the employees to become self-directed learners 

(Garvin, 1985) The multivariate tests suggested a statistically significant relationship 

between the 3 dimensions of the personal learning environment concept and the six dimensions 

of the learning organization construct, on the one hand, and the 4 dimensions of the self-directed 

learning readiness construct as well, as shown in figure 4. 



 
 
International Journal of Entrepreneurship                                                                                Volume 27, Issue 1, 2023 

 

 

                                                                                                     12                                                                        1939-4675-27-1-163 

 

Citation Information:  Castillon., JA; Meruvia., HT; Bonilla., MV.  (2023). The Relationship Between the Learning Organization and 
Self Directed Learning Readiness Concepts and the Use of Personal Learning Environments: An Empirical 
Assessment. International Journal of Entrepreneurship, 27(1), 1-16. 

. 

 
Figure 4 

VALIDATION OF MAIN HYPOTHESIS: CORRELATIONS  

(Goh, 2003) The regression analysis also shows that the personal learning environment 

capabilities are a good predictor of both, learning organization and self-directed learning 

capabilities as shown in Table 5.  

Table 5 

STEPWISE REGRESSION MODEL FOR  SELF DIRECTED LEARNING READINESS 

 

TDLO 

F=970.150;   R²= 0.235 ; Durbin-Watson=1.923 

 

β SE t P 

TPL1: Corporate on-line learning 0.361 0.064 35.663 0.000 

TPL2: Open on-line learning 0.064 0.073 5.372 0.000 

TPL3: Open on-line collaboration 0.152 0.074 12.634 0.000 

Note: Dependent variable Learning Organization Capabilities , N=9500 

 STEPWISE REGRESSION MODEL FOR THE LEARNING ORGANIZATION 

 

TSDLR 

F=824.496;   R²= 0.207; Durbin-Watson=1.935 

 

β SE t P 

TPL1: Corporate on-line learning 0.111 0.012 10.781 0.000 
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TPL2: Open on-line learning 0.188 0.014 15.373 0.000 

TPL3: Open on-line collaboration 0.245 0.014 20.033 0.000 

Note: Dependent variable Self Directed Learning Readiness , N=9500 

  

We also wanted to check if the perception of the importance of being self-directed learning 

ready (SDLR) and developing a learning organization culture (DLO) had evolved positively as a 

result of the appearance of the personal learning environments as new way of learning (Harris, 

2000). Table 10 shows the results for both SDLR and DLO, with the different mean values 

obtained in all the countries of Telefonica’s footprint (Harvey, 2006). It is interesting to highlight 

the fact that operations with higher scores are those countries in which the company is an 

incoming young competitor and therefore with a higher need to innovate and become 

differential: El Salvador, Venezuela, Mexico (Puijenbroek, 2014). On the contrary, the lower 

scores are obtained in those countries where Telefonica is an incumbent operator with a long 

story of being a monopoly with no need at all to compete, like the case of Spain (Huber, 1991).  

Table 6 

EVOLUTION OF  SDLR, DLO 

 

EV1:  Evolution of  SDLR (*)  

 

EV2:  Evolution of  DLO (*)  

  Frequency 
Mean         

(0-5 scale) 

Standard 

Deviation   
Frequency 

Mean         

(0-5 scale) 

Standard 

Deviation 

El Salvador 28 4,61 0,45 Ecuador 143 4,31 1,08 

Venezuela 403 4,56 0,56 Venezuela 403 4,29 1,10 

México 322 4,47 0,51 Colombia 749 4,28 0,94 

Colombia 749 4,44 0,56 Guatemala 64 4,17 0,94 

Guatemala 64 4,44 0,68 El Salvador 28 4,11 1,08 

Ecuador 143 4,43 0,67 Chile 429 4,06 1,05 

Nicaragua 32 4,39 0,56 México 322 4,05 1,08 

Chile 429 4,28 0,66 Nicaragua 32 4,02 1,02 

Peru 646 4,24 0,68 Brazil 1372 4,00 0,92 

Brazil 1372 4,20 0,66 Peru 646 3,94 1,01 

Argentina 1508 4,06 0,76 Argentina 1508 3,78 1,06 

E. Spain 266 3,67 0,85 E. Spain 266 3,49 1,06 

C. Spain 1902 3,62 0,86 S. Spain 309 3,33 1,08 

USA 24 3,58 1,05 C. Spain 1902 3,27 1,07 

S. Spain 309 3,57 0,90 Germany 10 3,25 1,11 

 Cataluña 400 3,55 0,93  Cataluña 400 3,22 1,11 

UK 80 3,54 0,73 N. Spain  321 3,19 1,13 

Germany 10 3,54 1,13 UK 80 3,13 0,94 

N. Spain  321 3,36 1,00 USA 24 3,00 1,01 

Discussion and Limitations 

Our research examined the relationship between practices associated with the learning 

organization concept  (DLO) as articulated by (Watkins & Marsick, 1993) and of self-directed 
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learning readiness concept (SDLR) as articulated by (Guglielmino, 1997), and the practices 

associated with the personal learning environment concept (PLE) articulated by ourselves.  

The positive correlations between the six dimensions of the LO, the four dimensions of 

SDLR and the 3 dimensions of the PLE practices, together with the positive results obtained in 

the regression analysis, show the positive value of promoting the use of on-line personal 

environments as a way to evolve towards an organization where learning organization and self-

directed learning practices are the natural way of operating (Leufven, 2015).  

During the last 5 years the HR departments of the Telefonica global organization have 

approached a series of initiatives to promote the cultural shift to become a digital organization. 

Promoting the use of personal learning environments was considered a critical aspect that was 

thoroughly approached. From our point of view, the most relevant part was all that had to do 

with open on-line tools and resources (March, 1991). Some of the actions taken included: 

participating and creating Ted Talks; creating an open MOOC platform (MiriadaX) which has 

now more than 3 million users worldwide; using massively all kind of collaboration on-line tools 

like Twiter, Yammer or Facebook (Moore, 2011).     

Our research findings offer tentative support for the existence of a business case for the 

personal learning environment concept (Siemens, 2005). The positive associations between the 

personal learning environment concept and the learning organization and self-directed learning 

concept suggest that there is a payoff for organizations that embrace practices and strategies 

consistent with the personal learning environment literature (Nonaka, 1997). HRD practitioners 

may use our findings to support the case for implementing personal learning environments 

practices as shown above (Van der Krogt¸ 2000).  

Our findings may also be useful to senior managers who have assessed the need to become 

a learning organization and a self-directed learning ready organization, but do not have a clear 

idea of how to achieve it (Noubar, 2011). Our research shows that promoting the use of personal 

learning environments can be part of the solution.  In this new digital era individuals and 

organizations need to be aware of the fact that knowledge is created and developed in the 

network and therefore the capability to find it, share it and use it as needed, has become a critical 

skill to succeed (Weinberger, 2011).   

Our research study also presents an opportunity to further examine the personal learning 

environment concept (Zhou, 2013). How can we improve the way to measure it? How else can it 

help to improve the organization capabilities?  What actions can we take to implement personal 

learning environments practices?  

Despite the positive associations suggested by our research, we noted several limitations. 

The sample, although randomly drawn and including individuals from quite a big set of 

countries, includes only Telefonica employees (Yang, 2003). Different results might have been 

obtained if we had included individuals from different organizations from different business 

sectors. 

CONCLUSION 

While discussing about the topics of this research, someone told us that he had been hired 

by a big company as the new chief learning officer and that his role was to dismantle the whole 

learning and development department and substitute it by Google. This may seem quite an 

extreme action, but the point here is to acknowledge the fact that adult learning is suffering a 

deep transformation. 
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Research carried out in the 90’s acknowledged the need for the organizations of the 21rst 

century to develop capabilities to transform and adapt in a much faster changing world. The 

concepts of learning organization and self-directed learning probed to be useful to achieve this 

goal and therefore to go together with higher rates of innovation and financial performance. 

Nevertheless, although there was a clear understanding of the value they could provide, there 

was no clear understanding onto how to make it happen within an organization.  

Ten years later, at the end of the first decade of the new century, a set of amazingly simple 

but yet immensely powerful tools for open knowledge sharing where developed and made 

available to everyone thorugh the Internet: social networks (You tube, Twitter, Facebook, Ted 

Ex…..), MOOC platforms (Coursera, EdX, Udacity..), content repositories and search tools like 

Google with access to almost unlimited documents, easy to use digital content editing tools, etc. 

As a result of this the network became a massive knowledge repository where individuals could 

learn and teach virtually on any topic and, most importantly, on those topics under constant 

change.  

To cope with this new way of open learning and teaching, researchers coined the concept 

of personal learning environments and pointed out that it could be very helpful for organizations 

to evolve their cultures and become learning organizations with self-directed learning ready 

members, and, by doing so, become a more innovative and adaptive organization. The case of 

Telefonica, as our research comes to show, has proved that there is a positive relationship 

between the personal learning environment concept and becoming a learning organization with 

self-directed learning ready employees and that, therefore the actions taken by Telefonica to 

promote a PLE culture have obtained very positive results. 

Future research should further investigate our exploratory findings by integrating a wider 

variety of indicators (innovation and digital transformation capabilities), in different contexts 

(with organizations from different sectors) that may further contribute to our understanding of 

how the concept ay enhance organization performance.  
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