THEMATIC TRACK
General abstract (max. 200 words) which should contain the following:
Shortly describe your research or project.
Extended summary (max. 1000 words)
Describe your research or project more in-depth. Please make sure you clearly describe the
link with the theme of the thematic track “How to activate lifelong learning among employees
in organizations”
You can find the detailed call for contributions below:
EAPRIL Cloud 14 2022 Thematic track:
How to activate lifelong learning among employees in organizations?
To remain sustainable many organizations actively support that their employees invest in
their future employability. Organizations are aware that they need to adjust because of the
turbulent contexts in which they operate. There are many technological, regulatory, social,
and economic changes that require them to adapt. These changes require an adaptive
workforce. Hence many HR efforts are taken in organizations to increase the employability of
their workforce.
Lifelong learning is however challenging because it does not occur along a predetermined
learning path. There are no learning goals that have been set out for employees in advance.
Instead, each employee must determine its learning path for oneself. It requires a lot of selfefficacy and resilience. Since there is a lot of personal discretion, the organizational support
does not necessarily match with the employee’s needs.
Often there will be a match between the organizational support and the personal learning
needs, but we need to acknowledge that there are many different reasons and many kinds of
misfit between the support organizations give to increase the life-long learning and future
employability of their employees and the learning needs of the workforce. For example,
employees might not feel comfortable to express their learning needs. it is important to feel
comfortable to express learning gaps and to get the time to reflect on the learning needs.
After all, It is difficult to know what you need to learn for the future. Moreover, different kinds

of identification problems may occur during this learning journey. It can be difficult for an
employee to acknowledge that his/her role has changed in the organization or that the
organization has developed a different world view that does no longer match with the
individual.
Therefore, increasing the employability of staff by means of life-long learning also implies
thinking about different kinds of fit: person-job fit, person-organization fit and person-future
fit. Put differently, there are not only individual conditions (like self-efficacy) but also
organizational, cultural, and normative conditions to increase the level of fit between the
organizational support and the individual learning needs.
Therefore, the thematic call of the 2022 EAPRIL cloud 14 track is: “how to activate lifelong
learning in organizations?”. We have included some interesting research articles and
reflections in the literature list below as a source of inspiration. For most, the cloud welcomes
your side of the story. We are open to know more about success stories as well as about cases
where the activation of lifelong learning did not work. We invite contributions from different
multidisciplinary fields, especially but not only from the fields of educational science, HRD,
organizational science and business ethics.
To explore this theme further, the EAPRIL cloud 14 will organize at least two activities in 2022.
•

Before the conference, there will be a fishbowl (spoken language Dutch, in the
Netherlands) where several experts will shed their lights on the challenges and best
practices to activate life-long learning.

•

During the Nijmegen conference, Cloud 14 will discuss the conference submissions in
focus groups using the EAPRIL symposium presentation format. Conference
submissions are in English.

It is possible to participate in both activities separately. Please feel free to contact me, if you
are interested in this call about ways to activate lifelong learning in organizations.
Organizer
dr. Tom De Schryver
Coordinator of the EAPRIL incubator cloud for organizational learning ideas.
https://www.slideshare.net/TomDeSchryver/eapril-postcard-of-the-incubator-cloud-fororganisational-learning-ideas-aka-eapril-cloud-14
https://www.linkedin.com/groups/13636778/

Selected background information as a source of (theoretical) inspiration.
English
Abcouwer, T., & Takács, E. (2019). Need for investing in education for the work resources of
future society: Fit for future or fit for now? Kidmore End: Academic Conferences International
Limited.
Hauser, C. From Preaching to Behavioral Change: Fostering Ethics and Compliance Learning in
the Workplace. J Bus Ethics 162, 835–855 (2020).
https://doi.org/10.1007/s10551-019-04364-9
Rauch, M., & Ansari, S. (2021). Waging War from Remote Cubicles: How Workers Cope with
Technologies That Disrupt the Meaning and Morality of Their Work. Organization Science.
https://doi.org/10.1287/orsc.2021.155
Savickas, M. L. (2013). Career construction theory and practice. in Steven D. Brown & Lent,
R.W (Eds.) Career development and counseling: putting theory and research to work (2nd
ed.). 144-180 Wiley.
Dutch
Abcouwer T. (2022) De rol van een goede fit.
Http://www.bewusteverandering.nl/6-2-de-rol-van-een-goede-fit/
Van der Horst, A (2021) Wanneer gaat verandering vanzelf? Bouwen aan een omgeving die
ander gedrag stimuleert.
Https://www.corporate-education.com/wp-content/uploads/Position-Paper-Festival-Bouwen-aan-blijvende-verandering.pdf

