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Abstrakt 

Syftet med forskningsprojektet var att söka en större förståelse för hur processer för 
kompetensutveckling har möjlighet att utvecklas genom interna nätverk på arbetsplatsen.  
Inom området kompetensutveckling i nätverk hittades mycket information och forskning 
inom området interaktiva, internet baserade och sociala nätverk som lärande gemenskap. 
Vetenskaplig forskning om kompetensutvecklingsprocesser inom interna-nätverk på 
arbetsplats verkade dock vara begränsade vilket resulterade i en brist på förståelse. Ett 
hermeneutiskt tillvägagångssätt användes därför för att söka svar på frågan; "Utifrån 
arbetarens perspektiv, vilka villkor upplevs begränsa och/eller stödja processer för 
kompetensutveckling i interna nätverk?” De empiriska resultaten visade att processer kring 
nätverksstrukturen, organisatoriska mål som påverkar nätverken, socialt deltagande och 
individuella inre processer upplevdes alla som villkor för interna nätverk.  Tolkningen av 
insamlat material gav därför slutsatsen att engagemang, praktik och reflektionsprocesser som 
bakas in i interna nätverk uppmuntrar till kompetensutveckling på individ-, grupp- och 
organisationsnivå. 

 

 

Nyckelord  
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Abstract 

The purpose of this research project was to seek greater understanding of how competence 
development processes may be developed through in-house workplace networks.  The 
problem faced was that within the realms of competence development in networks there was 
an abundance of information both scientific and general regarding interactive, internet based 
social networks as learning communities.  However scientific knowledge regarding 
competence development processes within in-house workplace networks seemed few and far 
between resulting in a knowledge gap. A hermeneutic approach was thus followed with aim to 
seek answers to the question “what are the experienced conditions of in-house networks 
(limitations and support) with regards to worker competence development processes”?  
Empirical findings revealed that processes surrounding the in-house network structure, 
organisational aims effecting the networks, social participation and individual inner processes 
were all experienced as conditions of in-house networks.  Interpretation concluded that 
involvement, practice and reflection processes which are structured into in-house networks 
encourage competence development on individual, group and organisation levels.  
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Introduction 

The reason for this study lies within seeking to understand how learning processes may be 
developed through in-house workplace networks.  Having spent many years in various  
workplaces I have seen many learning interventions and training programmes put in place in 
order to attempt to support and give rise to competence development processes in the  
changing work environment.  Many of these have been top-down initiatives.  All too often 
these initiatives have fallen by the wayside as staff have felt under pressure to reach 
performance targets,  been lacking in control or “stressed” at the very thought of the added 
responsibility to learn new things and adapt to changes.  Therefore interest has arisen here to 
research in-house workplace networks in which learning processes may occur via the 
participatory reciprocation of shared competencies in a social context.  The reciprocity of 
competence sharing in networks is common place on-line, offering opportunity after 
opportunity for individuals and communities to learn and develop knowledge from one 
another. In what way then, if any, could  in-house networks within the work organisation 
provide workers with opportunity or act as a hinder for competence development and how 
does the learning process within such a forum take shape?  

Pre-understanding 

Conceptualisation of workplace learning and development  

In order to lay down a foundation for this research study a prior literature study was carried 
out with the purpose of conceptualising elements of work-based learning processes. The aim 
was thus to “seek out data rich, scientific texts regarding factors related to work-based 
learning[...]” (Wetherell, 2014).   Seeking out literature was a progressive process resulting in 
a systematical search of suitably deemed, peer-reviewed articles within the traditions of 
education research.   This study thus gave rise to a greater understanding of factors, 
possibilities and limitations involved in worplace learning and development (Wetherell, 
2014).  Questions asked were; What is work-based learning? Which factors contribute to 
work-based learning? What supports and/or hinders work-based learning? (Wetherell, 2014).  
Three groups of factors interpreted as meaningful in  work-based leaning processes were 
found via this study.  These factors were categorised under the headings worker as a learner, 
purpose of learning at work and support and leadership.  

The individual or worker as a learner was found to play a vital role in work-based learning as 
findings revealed that both inner (motivation, self-esteem etc.) and outer forces (social, 
environmental etc.) are at play both hindering and encouraging individuals learning and 
development.  Social factors were greatly highlighted and found to  have both positive and 
negative effects on worker learning.  Task-participation, networking, problem-solving 
collaboratively and generally communicating and interacting with others within the work 
context (peers and/or expert others) were some of the said social factors effecting learning 
processes.  As already partially named, Support and leadership was another heading 
regarding factors effecting work-based learning processes.  Meaning interpretation 
highlighted the importance that the relationship between workplace development and worker 
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development be that of a mutual process if one aims to maximize learning and development 
opportunities. Support and leadership were thus found to aid the building of bridges between 
worker and workplace development where supportive structures are put in place;    

 

This support for work-based learning was found to be in structures put in place on an 
organisational level (i.e. via training and development opportunities), on a social level 
(i.e. in collaboration, networks, group project activity or “cultural support”) and also 
on a leadership level (i.e. via interaction with the expert other, mentor-ship and 
knowledge management) (Wetherell, 2014. p.8) 

Findings did however also reveal that unfortunately there is a great deal of cynicism from 
workers regarding the support and leadership they feel is in place to support worker learning 
and development.  This is of course perceived to be a hinder which will effect learning 
processes as workers may feel de-motivated and uninterested and thus developmental 
stagnation may then reign.  

A final category of factors effecting work-based learning was headed the purpose of learning 
at work.  This category has focus on both specific training opportunities and work-based 
knowledge management.  Findings highlighted that goal directed learning processes are not 
necessarily more successful than spontaneous or informal learning processes.  In fact the 
pressure to reach learning targets is in fact found to be detrimental in some cases and said to 
even possibly hinder the learning process (Wetherell, 2014).          

Background 

The pre-school work organisation as the research study context 

According to Neilsen and Persson Waye (2010) pre-school organisations build up one of 
Sweden´s largest workforces.  Since the early 1990´s government reformations have altered 
pre-school organisations continuously leading to an ever changing work environment 
(Söderberg , Landström & Kjällberg, 2001).  Thus pre-schools represent the changing 
organisation of today with the need to understand and adapt to continual changes.                
The pre-school curriculum (Läroplan för förskolan Lpfö 98) sets a base for the pre-school 
organisation and the activity within such.  Stated within this pre-school curriculum are the 
values and mission of pre-school organisations which is said to be based upon democratic 
values and life-long learning.  In addition to the pre-school curriculum and under order of the 
Swedish government, the Department of Education (Skolverket) advises and clarifies aims 
and goals of pre-school organisations as a support for development and quality control. The 
Department of Education names that, “Kvaliteten i förskolan rör de förutsättningar 
verksamheten ges” (p.5).  Pre-school managers thus work within the framework of the pre-
school curriculum when planning the formation and organisation of  activity in pre-schools.      

The pre-school workforce  

The pre-school workforce generally consists of a hierarchically structured personnel whereby 
there is a pre-school manager, followed by formally educated and  licensed pre-school 
teachers plus child-carers and other staff such as kitchen workers and cleaners.  The pre-
school manager has the responsibility as educational and supportive leader for all staff.  As 
well as making sure that activity is conducted in accordance with the aims and goals of the 
pre-school curriculum pre-school managers must also reach quality targets advised by the 



7 

 

Department of Education (Lpfö98). One manager may also  manage a number of pre-schools 
with numerous departments or a singular unit, which may be both private or municipality 
owned. Pre-school teachers are second in command and have greater responsibility within the 
leadership of work teams and the planning and evaluating of educational activity.   With 
regards to worker learning and development the pre-school curriculum states managemental 
responsibility in supporting worker learning and development by making sure that, 
“[...]personalen kontinuerligt får den kompetensutveckling som krävs för att de professionellt 
ska kunna utföra sina uppgifter” (Skolverket, p.16).  The department of education even 
suggest that pre-schools should prioritize the employment of university educated workers so 
as to ensure a greater level of competence in pre-school personnel.  

Competence  

Defining the term competence seems to be a question of interpretation.  As named earlier with 
regards to pre-school organisations, the department of education has the aim to improve 
competence levels in pre-schools in large part by employing university qualified pre-school 
workers.  However do qualifications necessarily equate to more competent workers?  

Granberg (2009) may answer this by naming that the terms, competence, qualification and 
proficiency are in fact deemed to be connected and indeed hard to fully separate from one 
another, “Det beror på att begreppen har en gemensam innebördskärna, men att de därutöver 
har en egen specifik innebörd[...] men konstaterar samtidigt att kompetent, kvalificerad eller 
yrkeskunnig är man alltid för en viss uppgift, situation eller kontext” (Granberg, 2009, p.99).  
It seems in fact that the definition of competence includes both that of a formal qualification 
naming ability to carry out a specific task or job, as well as the ability to actually put 
experienced knowledge and skills together in order to evaluate, judge and carry out the task 
(Granberg, 2009).  Apparently when it comes to competence it is named that the term also 
regards actual basic inner abilities to judge situations and solve problems more highly than 
that of formal qualifications (Granberg, 2009).  Such basic skills and inner abilities are also 
named to be fundamental in Hall´s (1988) definition of competence.  He names that without 
these basic competencies one has nothing to build on!  That said however and Hall (1988)  
warns that many work organisations all too often in fact underestimate workers competencies 
and thus miss out on valuable resources by not creating a creative, inviting environment 
where competencies may be shared and built on.  It is thus emphasised that workers whom 
feel that they can express their knowledge through their work, consider they have use for their 
skills and pride in their abilities when challenges arise, are working competently and should 
be encouraged to do so.  Hall (1988) names however that the key is to create conditions 
within the work organisation in which opportunities as such may arise and open the door for 
competence development processes to flourish.    

 

Networks as a forum within the workplace for collective competence development  

For the purpose of this research project a clear definition of the type of workplace network 
under scrutiny is necessary;   

The term network carries with it a great deal of different meanings (Svensson, Jakobsson & 
Åberg, 2001).  When searching via Cambridge on-line dictionaries one comes across the 
definition of a network being, “a large system consisting of many similar parts that are 
connected together to allow movement or communication between or along the parts or between 
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the parts and a control centre”.  However this definition is broad and leaves open to a great deal 
of interpretation as to the relationships and content within the said networks.  However 
according to Svensson et al. (2001) an open, general definition of networks is not seen as an 
issue as they name that it is instead more fruitful to  specify how the concept of networks  is 
used in a specific situation.  Thus to move closer towards specifying the core of the type of 
network in mind for the purpose of this research study is to name that they are structured 
within the work-organisation context and have social character.   It is indeed named by 
Gherardi (2006) that “Every organisation is said to be essentially a social network […] so that 
networking may therefore be regarded as as the activity of giving form to sociality”(p.189).  
Social networks are further described as being fluid and without boundaries (Granberg, 2009).  
However in this case the said networks under research are in fact formally organised and 
managed internally within the workplace organisation.  Participants in such networks are thus 
employees in the same work organisation, whom more or less carry out the same work tasks, 
but whom may well work in separate workplace entities.  Formal organisational arrangements 
as such in-house networks are named by Starkey (1996) as a being a vital influence on 
organisational learning as they provide individual workers with structure and procedures 
which motivate learning processes.  Starkey (1996) names that by organisationally managing 
and providing a regularly scheduled forum or setting in which workers from diverse parts of 
the organisation may meet and discuss, ideas and information sharing will flourish. He further 
names that informal relationships may also develop in such network settings providing 
support for future collaboration which will not only be of benefit to individuals learning and 
development but also for cross-organisational problem-solving.  That said however and 
according to  Svensson et al. (2001) there are some traditional reoccurring hinders commonly 
found in networks which are said to effect development on individual, group and 
organisational levels.  Hinders which are said to be embedded in fear for change, rivalry, a 
sense of insecurity, power and hierarchical struggles, poor management and follow-up and 
short-term prioritisation.      

Previous research  

When seeking previous research within the realms of competence development in networks 
there is an abundance of information regarding interactive, internet based social networks as 
learning communities.  However knowledge regarding competence development within in-
house workplace networks seems few and far between.   

Competence development in the workplace 

As is the aim with this study,  Ellström and Kock (2008) have also focused their attention on 
researching competence development in the workplace.  As I seek to understand worker 
learning processes within the work context empirical research results uncovered by Ellström 
and Kock (2008) reveal that  external and internal environmental/contextual factors play a 
large part in the need to develop strategies for competence development in workplace 
organisations. One such example is the cultural-social environment as more professionals 
build up the workforce and expectations of employers are increased.  Findings name that these 
external and internal changes create so called skill-performance gaps increasing the need for 
organisations to invest in the development of competencies.  However Ellström and Kock 
(2008) emphasise the importance of a “good climate” within organisations whereby learning 
and competence development is highly regarded by both management and workers alike. This 
point needs emphasising.  As explained earlier differing expectancies and interpretations of 
resources may be a hinder for worker learning and development and thus seeking to 
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understand worker experiences of in-house competence development is necessary in order to 
eradicate future hinders and promote development. As such conditions of effective 
competence development by means of on-the-job learning are named, amongst others, to be, 
conceptions of learning, time available and how encouraging or obstructive is the design of 
the organisation.  Findings also reveal that there are knowledge gaps regarding the role of 
“learning cultures” when looking to invest in competence development in organisations 
(Ellström & Kock, 2008).   

 

Learning in networks and the role of sociality 

As I seek to understand learning through the reciprocal processes of the sharing of 
competencies in workplace in-house networks Mackey and Evans (2011) also concentrate 
their research within network learning. They explore interconnecting networks of practice for 
professional learning in their article (Mackey & Evans, 2011).  They research teachers´ roles 
in engaging with other professionals both via on-line study community networks and in 
professional practice as an aid to their learning. Their findings partially provide knowledge of 
what my own research seeks to uncover, i.e.  workers learning and development processes 
within network forums, as Mackay and Evans (2011) sought out knowledge regarding the 
diffusion of teachers learning experiences and the role of networking for teachers´ learning.  
However their findings revealed that a combination of “blended” networking, i.e. both on-line 
and in practice may indeed support professional development.  Such ´blended` networking 
provides an additional element to their research not included in the study at hand which has 
the sole purpose of keeping within the realms of in-house networks.  Interestingly though, 
even though the participating teachers experienced on-line network interactions to be of use, 
strong connections with other participants were however not found to be evident (Mackey & 
Evans, 2011). As my interest lies within seeking understanding of learning processes this lack 
of connection is thus taken into account and findings by Hanraets, Hulsebosch and Laat 
(2011) may further provide a possible explanation for such.  They reveal in their research that 
rifts in network participation occur as competence levels in learning network facilitators are 
often found to be lacking.  On the plus side however, variation in levels of participants 
expertise plus heightened support and inclusion of  `otherness´ was found to encourage 
learning processes within learning networks (Cousin & Deepwell, 2005).  So regardless of 
this lack of strong connection to one another, teachers were in fact found to reflect over and 
grow from differing perspectives and competencies held by other network participants.  These 
differing perspectives were found to aid teachers development as many were found to adopt 
new ideas into their own teaching practices as a consequence of this connectivity (Mackey & 
Evans, 2011).   Social connectivity findings linked to worker learning were also revealed in 
research by Skerlavaj, Dimovski, Mrvar and Pahor (2008).  They had the aim of increasing 
knowledge surrounding intra-organisational learning networks within knowledge intensive 
learning environments.  Analysing learning networks from a social network approach, 
learning was found to be two-fold, i.e. participatory in a community of practice and also as an 
accumulation of knowledge and experience. Tacit knowledge was found to be transferred in 
project settings, this as findings revealed that during a project participants of the project group 
form a so called cluster which stands separate from other networks.  Within this cluster 
learning was thus found to be concentrated and intense (Skerlavaj et al. 2008).   

As a whole findings reveal that the level upon how much work practice and networks are used 
and boundaries crossed is greatly dependant on the engagement of the participants    
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themselves.  I.e. The ways in which participants managed their network experiences reflected 
upon how and what they learned.  Thus gaining better insight into the learning processes 
through interpretation of workers experiences may provide further knowledge on how in-
house networks may encourage competence development. 

Facilitating networks for competence development 

When thus researching workers experiences in order to provide knowledge for exploring ways 
in which to facilitate competence development with the aid of in-house networks in 
organisations Hanraets et al. (2011) researched the practice of teacher learning networks. 
They name that learning in networks may be a powerful practice-based learning space for 
teachers.  The facilitator was found to play an important role in the creation and development 
of networks so as to stimulate networked learning.  The role of the facilitator/s was found to 
include activity such as acting as a mentor, guiding others in getting acquainted with the 
learning space, coaching participation and organising.  Further emphasised are the 
communication skills of the facilitator as findings revealed that co-development of the 
learning network was necessary and stemmed from the needs/expectations/suggestions of 
participants which need to be heard and taken into account by the facilitator/s (Hanraets et al. 
2011).  This point is also reiterated by Cousin and Deepwell (2005) in their research regarding 
designs for network learning.  Their findings conclude that network learning practices should 
indeed come forth via participants as a pose to being merely enforced by facilitators, this in 
order to encourage learning (Cousin & Deepwell, 2005).  However a down side found to 
effect the facilitation of learning networks was that in many cases communication skills were 
found to be lacking on both management and staff levels (Hanraets et al. 2011).  On the plus 
side however, face-to face activity and interaction in the said networks was found by Hanraets 
et al. (2011) to carry great importance in becoming comfortable with other participants.  This 
point may once again be reiterated by Cousin and Deepwell (2005) as their findings also 
conclude that learning and social practices are indeed interconnected and go hand in hand.  
Finally though just as is the case with findings by Ellström and Kock (2008) time is also 
found by Hanraets et al. (2011)  and  Cousin and Deepwell (2005) to be an issue in learning 
networks.  Cousin and Deepwell´s (2005)  findings conclude that as time plays an important 
role, in order to encourage learning, time must be taken into account for a group to be able to 
develop competencies together. 

Theory  

Illeris´ (2013) theory regarding key concepts of competence development processes are 
deemed suitable for this research project.  This as the purpose of the research project is to 
seek greater understanding through the interpretation of text regarding how competence 
development processes may be developed through in-house workplace networks.  Illeris´ 
(2013) theory conceptualises the competence process and highlights factors of the phenomena 
which he portrays effect the process. This theoretical pre-understanding may provide support 
in the process of interviewing participants as a thematic approach to questions will be used.  
Furthermore, such dissection of the competence process phenomena suits the approach of my 
research project as an interpretation analysis of workers experiences will be carried out and 
findings categorised.  As Illeris already names conceptualised process factors in his theory a 
comparison of categorised findings from empirical findings with Illeris (2013) is deemed 
useful in the latter stages of this research process.     
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Illeris (2013) Key concepts of competence development processes 

In his theory Illeris (2013) names three key concepts as conditions of the competence 
development process. These are said to be important on both contextual and learner levels if 
learning is deemed to carry character of competence development.   

Involvement 

Involvement is the first of the three key concepts named by Illeris (2013).  Involvement is said 
to kick-start the onset of the competence development course and is central for learning. From 
a learner perspective, opportunity for interesting and relevant content in relation to intended 
areas of competence development are said to be crucial. Content may come in many forms for 
example via, seminars, expertise, information, insight, discussions, outreach activity etc.  
From the perspective of the learning environment, this must be one which encourages and 
stimulates the learner, learning and development on a social, practical and content-rich basis.  
Therefore an understanding of learners interest regarding content with regards to competence 
development needs is important.  Feed-back, relevance, leader encouragement, practical 
problem-solving and learner-inclusion goal formation are some named opportunities for 
increasing involvement.  

Practice/problem 

The concept of practice or problem, as named by Illeris (2013), stands for the implementation 
of and the carrying through of activity.  Situational practice with the required action on a 
participative level  is said to connect the learner with the practice at hand through 
involvement.  Thus the learner will have the opportunity to develop on the ground, via 
practice, for example within the workplace organisation.  Via such participative situational 
practice within the workplace context competence development thus becomes relevant as it 
may be steered at development within the actual context.    It is thus said that the interaction 
between the education and practice is important as being able to identify “problems” 
unearthed during practice, theory/education may be brought in.  Thus practice and theory are 
directly relevant to the learner.     

Reflection 

Reflection is said to conceptualise the shaping of and in particular the rounding up of  the 
competence development course, both on individual and collective levels (Illeris, 2013).  This 
can be looked at as an evaluation process regarding what participants are and have been 
involved with and where they are going with the development.  Feed-back regarding 
development is said to be important especially at the end of the course so as to direct new 
action.   

Problem  

As named by Nielsen and Persson Waye (2010) pre-school organisations build up one of the 
largest workforces in Sweden and most of us in one way or another have or have had a 
connection to pre-schools in one form or another at some stage in our lives.  Thus research 
and findings within this context is therefore valuable not only for the individuals working 
within pre-school organisations but also to the larger population, the changing organisation 
and society as a whole.  
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In -house networks may  provide a forum for knowledge sharing and competence 
development on a larger scale, throughout an organisation. This as workers participate and 
interact in problem-solving both with members of other groups and then on return to their 
own work group. As competence is considered to be a basic intrinsic ability to judge and 
problem-solve, governmental reformation aims to replace valuable, experienced workers for 
those with formal qualifications seems unnecessary.  Instead research regarding the support of 
competence development within the changing work environment may raise insight into 
cheaper and more valuable approaches to competence sharing and development in workplace 
networks.  However,  research with regards to organisation networks is not common.  
According to Granberg (2009), it is named that although the structure of networks lacks the 
traditional hierarchical structure giving more room for worker competence development, more 
focus has been put into researching teams and their effect on learning.  Earlier research 
touches upon elements of learning in networks whereby facilitation and social conditions play 
lead role in effecting learning processes.  However when research is found regarding 
networks, in-house organisation networks are found to be the least regarded as greater 
emphasis is placed upon between-organisation networks, on-line social networks and so 
called communities of practice which one may choose to participate in independently and 
separate from the work context.     Therefore research regarding conditions of competency 
development  in the context of in-house organisation networks is deemed important 
knowledge development. 

Purpose 

The purpose of this research project is to seek greater understanding of how competence 
development processes may be developed through in-house workplace networks.   This in the 
context of the work organisation.  With the aim of seeking out meaning in participants 
experiences this may increase knowledge of conditions effecting learning processes and 
competence development.  

Question 

What are the experienced conditions of in-house networks (limitations and support) with 
regards to worker competence development processes?  

Method 

Approach  

As the purpose of this research study is to seek greater understanding of how competence 
development processes may be developed through in-house workplace networks, the approach 
deemed suitable is that of hermeneutics.     

Hermeneutics has traditions within education research and seeks meaning creation in the 
social context (Cohen, Manion and Morrison, 2009) which too is my intent with this research 
project.  In order to approach this study and answer the research question; What are the 
experienced conditions of in-house networks (limitations and support) with regards to worker 
competence development processes?, I thus seek meaning in participants experiences through 
the eyes of in-house network participants in order to gain understanding of their situation.  
The role of qualitative research thus fits this purpose as I aim to seek beyond positivist cause 
and effect in order to gain richer more detailed subjective understanding of the phenomena  
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under scrutiny.  In order to approach the task at hand via hermeneutic traditions means 
interpreting, understanding and portraying back to readers understanding gained from text 
(Fejes & Thornberg, 2009).  This text is sourced from participant workers experiences of in-
house networks with regards to competence development.  This progressive process of text 
analysis and interpretation sees me the researcher become the tool of my trade by passing 
back and forth between the phenomena at large and the parts involved in the said phenomena.  
This is a delicate task in the hermeneutic approach as I the researcher carry with me a certain 
level of pre-understanding which whilst initially influences data seeking behaviour must not 
colour empirical text analysis and interpretation.  Fejes and Thornberg (2009) name that the 
hermeneutic process as such is similar to that of the workings of a spiral as with each twist 
and turn a new part or understanding may be unearthed.  Thus the more parts that are 
discovered, the more holistic the understanding.    

Data collection method 

A devised research plan was followed for my research process here (see Wetherell, 2014).  As 
the purpose of this research project is to seek greater understanding of how competence 
development processes may be developed through in-house workplace networks, pre-
understanding was a necessary beginning.  According to Fejes and Thomberg (2009) 
deepening my pre-understanding of the phenomena of competency development in the 
context of workplace in-house networks was thus the first step.  I.e. seeking out theories and 
data regarding conditions effecting worker competence and networks.  This first step can be 
seen as a somewhat “unsystematic”, initial text search (Fejes &Thornberg, 2009) where both 
general and scientific information within the area named was sought out.  Such an initial 
search is thus interpreted as having that of a naïve quality to it (Fejes & Thornberg, 2009) but 
which however set the foundation for the more critical search carried out later on.  

When the pre-understanding had been formed the next step was focused on a more specific, systematic 
and critical search for data.  This search was based upon resulted findings from my initial search in 
which more specific search terms had evolved. Search terms thus used for this more systematic, 
critical search were a combination of competence, competence development, collective 
learning, in-house networks, reciprocal learning, network learning, worker 
learning/development and workplace.  This search had the intention of sourcing scientific 
research data both via the database ERIC as well as via literature deemed suitable by my 
university and peers.  Limitations put in place were that data found was only that which was 
available in full-text and at the same time peer-reviewed.  Another  limitation was to reduce 
the age of sought out data via databases to that dating back as far as year 2000.  Theories 
offering a framework for the competence phenomena were also sought out and reviewed 
adding depth to my pre-understanding and providing a base on which to further build on in 
later stages of my empirical text analysis.  However, “kännedom om innehållet I en 
undersökning skaffar man sig inte bara genom litteratur och teoretiska studier. Genom att 
hålla till I den miljö där undersökningen ska genomföras kommer man in I den lokala 
jargongen, de dagliga rutinerna och maktstrukturerna [...]” (Kvale & Brinkmann, 2010, p.123)  
Thus the final stage in data collection was to gain empirical data.  Partly by being allowed to 
personally participate in several network meetings (such as those in which the interviewees 
were also partaking) but mainly by interviewing participants on their experiences of the said 
in-house network meetings.  Interviews took the form of that which Kvale and Brinkmann, 
(2009) names as the halvstrukturerade-livsvärldsintervju. In other words interviews were 
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thematically semi-structured to seek out participants experiences of in-house network 
processes so as to find meaning of these for competence development.  Whilst also allowing 
spontaneity, themes loosely structured the interviews (Kvale & Brinkmann, 2010) which 
stemmed from my research question and the processes named by Illeris (2013).  This so as to 
assist in latter stages of data analysis and interpretation.  Interview questions thus focused on 
subjective experiences of participation, connection between theory and practice, leadership 
and reflection with regards to in-house networks.  Interviews were recorded on my iphone.  
Subjective experiences were key and these were sourced via respondents experiences and how 
these were portrayed across during their interviews.   Thus mindfulness of the interview 
situation and astute concentration when listening and reading back upon interviews was 
crucial.  An important note to make is that interviews were carried out in Swedish, a second 
language to me.     

Interview environment and participants 

Interview respondents were approached via a private pre-school organisation in Sweden 
consisting of 8 pre-schools.  The organisation has a multi-cultural personnel from all walks of 
life.  Network meetings consisting of six network groups accommodating between six and 
eight members of staff each were held one day a week by a member of management.  The aim 
of networking in this way was development on organisational, individual and collective levels 
dependent on where development was needed.  All groups worked on the same topic but time-
scales could differ.  Network groups were formed so that participants joined workers from 
different workplaces than their own.  Participants went to network meetings on an alternate 
week basis.  Four network members agreed to partake in interviews and one network leader 
(member of management).  The decision regarding the amount of interviews carried out was a 
progressive decision based on when I felt I had collected enough material for this research 
study.  The members were from two different network groups each with a different leader.  
The leader interviewed was one of the two leaders whom hold network meetings.  Participants 
were all female and had experience of the network meetings since they had begun 1,5 years 
prior.  Participants ages ranged between 30 and 52 years old.  Three of the respondents were 
interviewed in their own homes and the remaining two were interviewed in their workplaces.  
The interview environment was chosen by respondents themselves as comfort for themselves 
was emphasised so as to be able to fully concentrate on the interview at hand.  In the home 
environment I felt that there was both an element of calm and also an element of expectation 
and awkwardness.  Respondents had family members in different rooms and an awareness of 
time pressure hung in the air.  In the work environment interviews were carried out in quiet 
rooms when the respondents had finished work.  However there was again an awareness of 
time ticking and a sense of stress to “get done” hanging in the air.   

Data analysis and interpretation 

When it comes to data analysis, methods within hermeneutic traditions aim to analyse and 
interpret different types of text (Fejes & Thornberg, 2009) in order to seek meaning in the 
social context.  In the case of this research study interviews collected formed my textual data 
base.  This as interviews are a method commonly used in order to gather empirical 
information in hermeneutic traditions (Cohen et al. 2007).  The interviews rested upon my 
pre-understanding of workplace learning, competence development and networks which is 
expressed in the introduction and previous research section of this study.  

Interviews which had thus been recorded were listened to and written down as text.  A rough 
initial text analysis was then carried in order to get acquainted with them and the language 
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used.  This was carried out by reading and re-reading individual texts and searching for those 
which were regarded as factors or parts which could be recognised as possible conditions of 
the in-house network meetings with regards to respondent’s competence development.  These 
parts were highlighted and side-lined.  During this stage I further highlighted any parts which 
I interpreted as being emotionally charged. This I saw as a naïve analysis mainly to get to 
grips with the text, respondents tone and to orientate myself on a basic level and make sure 
that I understood the language correctly (Swedish/English).   

The tool Atlas.ti was then brought into play and interviews (text) were loaded into the 
programme.  This in order to carry out a systematic search analysis of factors.  Search terms 
which had evolved from my pre-understanding, such as, problem-solving, competence, 
participation, feed-back, leadership, cooperation, learning etc. were fed into Atlas.ti along 
with any other interesting terms which had popped up during my “naive text analysis”.  This 
was done in order to seek out information surrounding these terms.  This was one method 
used in which I aimed to seek out valuable quotes which could later be categorically grouped 
and coded within Atlas.ti.  However, although this process did at times present areas of 
interest within the text I actually found it better to in fact read the texts line for line in order to 
search deeper for meaning rather than just skim the surface.  This I compare with Fejes and 
Thornberg, (2009) spiral effect as I aimed to dig deeper, find and understand not only that 
which was in front of me but that which was hidden.  In this way we can see the process as 
puzzle as we look closely at each piece in order to gain greater understanding of its place 
within the final puzzle.  When quotes had been selected and coded a network evolved where 
coded groups resulted in four main categories as conditions of the in-house networks i.e. The 
structure of the network (leadership, the organisation of the network and information 
structure) The aim of the network (problem-solving, development on individual, group and 
organisational levels) The social nature of the network (participation, involvement) and 
Individual inner processes (self-belief, personality etc.) This network of categorised 
conditions were linked and overlapped one another showing how processes were intertwined.  
Finally Illeris (2013) theory was brought in in order to compare and aid interpretation of how 
conditions found in the said networks may thus give rise to opportunity or hinder workers 
competence development. Thus an exchange between respondents experiences and theoretical 
perspective was the foundation for interpretation i.e. switching back and forth between pre-
understanding and beyond.  This process within hermeneutics is named by Cohen et al. (2011) 
as building with blocks of data in order to gain a coherent whole. 

Validity and reliability 

Validity explained in simple terms looks at whether the researcher has managed to examine 
that which was the aim of the research project (Bjereld, Demker & Hinnfors, 2002).  In order 
to thus reach a greater validity clarification of the phenomena under scrutiny and just what 
was my aim was crucial.  As Cohen et al. (2011) name that “understanding” may be a better 
term for the validation of qualitative research than “validity”, gaining an understanding of the 
phenomena at hand was thus key.  By forming a pre-understanding of competence 
development and the processes involved and narrowing down to a specific context, 
clarification of the problem, purpose and question was thus formed.  In order to thus examine 
that which was my purpose and answer the question at hand, my methods as a researcher 
although only at novice level needed to be sharp in order to keep an eye on the goal without 
bias or miss-interpretation.  This was something which I constantly had to remind myself of, 
i.e. not to put words in the mouths of others, or to let theory steer empirical findings.  This 
insight I however believe gives greater credibility to my research as awareness and sensitivity 
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have been present throughout the project.  Methods thus taken to assure non bias when 
collecting empirical material were that respondents accounts were not distorted in any way.  
In order to assure of this respondents were offered the written out interviews in order to re-
read and check that miss-interpretation or selectivity had not occurred.  An important note to 
make is also that as interviews were taken in Swedish and English is my mother tongue I was 
aware that I could possibly made some mistakes on the language front.  Therefore upon 
writing up and checking interviews it was decided that results would be presented in Swedish 
so as to avoid miss-interpretation in terms of respondents not being able to check back and 
fully understand my English version of the presented results.  Interviews were also a 
progressive process so as to assure information fullness.   Representativeness was also key 
upon interview analysis, conclusions drawn up were backed up and consistency between 
relationships were structurally noted and categorised. Thus by keeping to  structures and 
consistency stemming from my approach I believe may have given rise to greater validity 
(Cohen et al. 2011).  

Where reliability is concerned (Bjereld et al. 2002) name what is measured to be a crucial 
factor.  Where as with quantitative research, generalisability is of great importance, within 
qualitative research this is not necessarily the case.  However “stability of observations” is 
named by Cohen et al. (2011) as one way of addressing replicability i.e. in a different place at 
a different time would findings have been of a similar nature.  As interviews were so loosely 
structured and subjective, it would seem that they were greatly dependant on the interviewer 
and interviewee as to what derived from them.  This as the aim was not to steer respondents 
answers, only keep them in the context of the phenomena under scrutiny.  That said and it 
would however also appear that results concluded at a different time/place may indeed be 
similar to those found here.  This as when comparing to previous research carried out at a 
different time/place findings although stemming from different subjective experiences are 
however comparable within the realms of the phenomena at hand. 

Ethical considerations 

Ethical considerations highlighted by Cohen et al.  (2011) have been contemplated and 
followed throughout this research process.  However Cohen et al. (2011) name that they raise 
“[...] issues and suggestions, not solutions or decisions” (p.104).  Thus such decisions lie upon 
the shoulders of the researcher, me in this case.  Ethics is a difficult arena for a novice as one 
must be aware of ones own level of competence and must be therefore be rigorous in 
procedures questioning oneself and ones motives constantly.  This I feel I have done to the 
best of my ability so as not to jeopardise the sincerity of the research. 

Upon contacting the organisation it was made known to them who I was, what may aim was, 
why and with whom my research was connected.  Permission for gaining research 
information was thus gained from both management and staff.  Network members were then 
privately contacted and asked if they would like to partake in interviews.  Consent was given 
on a voluntary basis and with no pressure on participants if they refused when the time came 
or changed their minds and wanted to withdraw mid-process.  Complete anonymity of 
participants was then met so as to optimise subjective experiences of the network context and 
processes and to avoid repercussions.   Feed-back and the opportunity to read through re-
written interviews and the final work was further offered to participants.  When analysing and 
interpreting interview data, an awareness of my role as the  novice and tool of my trade has 
also been constant so as to avoid bias stemming from my opinions/pre-understanding/own 
experiences.    
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Results 

As the purpose of this research project is to seek greater understanding of how competence 
development processes may be developed through in-house workplace networks, interviews 
were carried out.  The aim being to seek answers to the question “what are the experienced 
conditions of in-house networks (limitations and support) with regards to worker competence 
development processes”?  

Findings were categorically separated and revealed that processes surrounding the in-house 
network structure, organisational aims effecting the networks, social participation and 
individual inner processes were all experienced as conditions of in-house networks which 
may effect worker competence development.   

In-house network structure  

The structure of in-house networks was found to be important by interviewed respondents. In-
house networks were said to be organised internally by management and that having someone 
else organise meetings with workers from different workplaces was positive as “otherwise we 
hardly ever meet each other”.  However issues were lifted in that as networks were scheduled 
one day a week this meant that personnel had to alternately leave the work place for a couple 
of hours each which left remaining staff naming an experienced heavier work load during this 
time.  As a counter experience, another  respondent named that the restructuring of network 
meetings to instead be carried out on-line via skype had been mentioned.  This so as to avoid 
removing staff from workplaces and time-saving, however the physical structure of the 
“mänskliga möten” was deemed too important to remove.  It was thus found that the face to 
face set up of meetings was highly regarded by respondents. 

The networks were also found to be experienced as a forum in which issues/areas of 
improvement/knowledge gaps could be lifted and addressed collectively.   Leadership was 
further named as being important to all respondents.  Respondents did feel however that 
dependent on whom the leader of their network was played a part in their experience during 
the network meeting.  It was found that when the förskolechef had the meeting (leader-role) 
respondents felt more uncomfortable about speaking  whereas when the biträdande 
förskolechef took the meeting respondents felt ”less incompetent”.  However the network 
structure of having a “samtalsledare” (member of management at this particular organisation) 
was enthused by all as respondents experienced issues of some network members taking up 
more room than others during discussions. Thus findings revealed that a leader-led network 
meeting structure was deemed necessary by respondents in order to make sure that the more 
passive network members were given room to partake in discussions.  

Link between workplace practice and in-house networks 

Respondents named that with regards to their competence development they did not 
necessarily feel that learning took place during the physical time spent in the network.  
Findings revealed that learning was experienced to be a continual process which often began 
with the planting of a seed, for example discussing a project or task and idea brain-storming 
together in the network group.  This project/task was said to then be reflected upon, at times 
discussed and shared with colleagues back at the workplace (time and lust dependant), carried 
out and then at a later date discussed together in the network group.  Feed-back and 
connection between network meetings and work practice were thus found to be key 
components for development.  Through this connection network meetings were found to be 
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both valuable and relevant for development on individual, work-group and organisational 
levels.  

...kompetensutvecklingen fortsätter ju sen när man kommer till sitt arbete och får 
praktisera det här också, men jag tycker ändå att dem här nätverksträffarna är ganska 
bra för att de bygger lite på det också, att man faktiskt går ut till sin förskola och 
praktisera en uppgift till exemple, så det stannar ju inte bara där att man blir matad 
liksom med en massa kunskaper … 

Respondents also named that there was plenty time in which tasks given during network 
meetings could be carried out in their places of work.  It was named that there was space and 
time to discuss at meetings and then work on the task over long periods of time during which 
further discussions and questions evolved regarding the task.  This was seen as valuable with 
regards to reflection opportunity for participants to develop without too much pressure time-
wise.  

Problem-solving and in-house networks 

In-house network meetings were found to be a resource for problem-solving.  This on both a 
collective, individual and organisational level.  Management were said to structure meetings 
towards reaching organisational goals, developing worker competence and reaching 
governmental/communally set targets.  Management named that their approach to problem-
solving with network members in order to reach goals and targets was a democratic process 
where inclusion and dialogue were crucial components. Findings from other respondents 
revealed that the collective approach to competence development was appealing.  It was 
found that workers liked the fact that all network members from different network groups 
were presented with the same tasks during network meetings.   These tasks were said to be 
discussed and then further developed both individually and with their own work colleagues 
whom belonged to different network groups, 

...jag tycker att det sätter igång en massor, dels att alla gör samma saker i princip 
också, för jag tror ju på att det måste ju sker någon slags kollektivlärande där, det man 
vill uppleva är att det sker någon kollektiv lärande på arbetsplatsen..  

Respondents did however name that there was a lack of feed-back from management.  
Findings revealed that issues or questions brought up at meetings were not always followed 
up by network leaders/management which was seen as detrimental by respondents.  During 
meetings communication with management worked well and information was passed back 
and forth however during the rest of the week communication was experienced to be lacking.  
A further note found to effect workers development was the level of reflection participants 
felt they spent before, during and after network meetings.  One respondent named that she felt 
that reflection was very individual, differing from person to person.   It was also noted that 
during the work hours which followed network meetings there was an experience of a 
heightened sense of reflection when carrying out work duties. This as the `pedagogiska 
frågor` discussed at the network meeting were still fresh in participants minds.  This 
heightened sense of reflection was experienced by workers to contribute towards their 
development as they questioned their actions in practice more than usual, instead of acting out 
of habit. 
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Social participation during in-house network meetings 

The social factor was found to be a key condition of in-house network processes.  Findings 
revealed that the social element of network meetings was emphasised as giving rise to both 
competence development opportunities as well as at times hindering development. 
Participants looked forward to discussing tasks/problems/areas of development with other 
members of the work organisation and experienced the opportunity to speak face to face with 
managers as positive and enlightening.  

...alltså det är det som är så viktigt med nätverk, att man hör varandra, ja men, hur gör 
ni för att lösa en viss situation, hur tänker ni om det här, och så kan man se frågan hur 
skulle vi kunna lösa det.   

However hinders experienced surrounded the fact that certain members were either less 
willing to participate or were overly keen “pratmakarna” whom had a tendency to “take over” 
and leave little room for give and take discussions.  However findings showed that 
respondents were in fact aware of their own role and level of participation in network 
meetings but did not necessarily know how to change them,  

..för många gånger så har man fått den roll och man vet ej hur man ska bryta den.  

Leadership was found to be a key condition for managing the social dynamics of the network 
groups.  This by leading conversations and steering them towards each and every member of 
the group so that everyone could contribute.  A further component found to effect network 
participation was the size of the group.  This finding was reiterated time and again as 
respondents named that they felt more comfortable in smaller groups rather than larger ones. 
Experienced closeness  between members in smaller groups was found to provide a safe 
environment in which discussions flowed better.   

Individual inner processes 

A reoccurring condition in networks which was found to effect development was how 
mentally comfortable participants felt in their surroundings.  The ability to “trust” others in 
the network and the system was found to play a large part in how participants chose to 
partake.  “Prestige” was a factor named as pivotal for worker competence development.  It 
was found that experiences of heightened or lessened  prestige gave rise to either 
opportunities to share and discuss or hindered participants to more passive behaviour during 
network meetings.  Those that felt a stronger sense of trust felt more comfortable with 
speaking out no matter if they felt they made mistakes or not.  Self-belief and attitudes were 
thus found to effect development processes;  

...jag märker glapp hos vissa barnskötare som inte alls förstår eller vill acceptera det 
sättet som är här bestämt att jobba, de vill inte prata om pedagogiska frågor, så hur 
möta man de?  

Respondents showed a difference in their expectations to what was expected from network 
meetings.  Some named that they came away from meetings feeling slightly stressed over 
their lack of “performance” whilst others felt that network meetings gave them a chance to 
show and share their own competencies,                                                                                  
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...jag får möjlighet att sprida eller dela med mig av mina kunskaper när jag känner mig 
säker i min yrkesroll …   

Conditions thus highlighted throughout interviews regarding participants comfort in network 
meetings were found to be; the size of the network group, whom the leader of the group was 
and how much speaking space (talutrymme) participants had during meetings.  

Interpretation  

As the purpose of this research project is to seek greater understanding of how competence 
development processes may be developed through in-house workplace networks, interviews 
were carried out.  The aim being to seek answers to the question “what are the experienced 
conditions of in-house networks (limitations and support) with regards to worker competence 
development processes”?  

Findings were categorically separated in seeking answers to the question at hand. Results 
revealed that processes surrounding the in-house network structure, organisational aims 
effecting the networks, social participation and individual inner processes were all 
experienced as conditions of in-house networks.  These conditions may be seen as having an 
effect on worker competence development.  Interpretation of these results within a framework 
of Illeris´(2013) theory conceptualising competence development has thus been further 
carried out.  This so as to gain better understanding of conditions of competence development 
processes via in-house networks.  

Involvement 

Involvement is named by Illeris (2013) as one of three key concepts of the competence 
development process.  Importantly involvement is said to kick-start the onset of the 
competence development course and is looked at as being central for learning (Illeris, 2013).  
Findings thus revolving around involvement/participation on individual and group levels were 
noted to be two sided.  On the one hand to be included in meetings was found to boost moral 
and the allotted time for inclusion at meetings was interpreted to be experienced as escapism 
from the normal everyday work practices. This interpretation deemed inclusion via in-house 
networks as encouraging for competence development especially the role of discussions. 
However this inclusion was not necessarily appreciated by all, interpretation of findings led 
not only to the evaluation of respondents own experiences but also to their experiences of 
other network members.  It seems that there were those whom enjoyed meeting others outside 
of their workplaces and those whom found the situation “stressful”.  This stress seemed to 
stem from having to be face to face with others and speak aloud within the group/in front of 
network leaders, as well as the stress of having to leave others behind at the workplace with a 
heavier burden during that period.  As Illeris (2013) emphasises involvement as kick-starting 
the onset of the competence development course  the experience of negative stress as such 
expressed may in fact be a hinder for learners as focus is elsewhere.  Similarly heavy 
emphasis was found to be placed upon involvement during meetings as respondents were well 
aware of both their own and others level of participation and group size.  Such focus on ones 
own and others´level of involvement was further interpreted as a possible hinder for worker 
competence development.  This as interpretation of experiences highlighted that at times 
individuals were possibly so busy being worried about their  involvement or lack of such 
within the group (size) that this may have a negative effect on the development process.  
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On the whole interpretation of findings found that involvement was indeed found to factor 
into all categorised results.  In fact the sole aim of the in-house network meetings was found 
to be structured around involvement processes on social and practical levels which were 
experienced to be content relevant for respondents.  As far as Illeris (2013) is concerned 
social, practical and content rich activity is said to encourage and stimulate the learner of 
which has thus been deemed true in the case of respondents experiences here.  Interview 
result interpretation therefore lead to the conclusion that inclusion in in-house network 
meetings may in fact give rise to learning and development opportunity on individual and 
group levels which in turn will have an effect on the  organisational level.  Evolved 
interpretation revealed that it was however difficult if not impossible to pin-point where social 
processes gave way to practical etc. as processes were intertwined. What was important was 
that both the in-house network and workplace environment were found to be planned in order 
to work together towards jointly stimulating development via social, practical and content rich 
activity.  This environmental factor is encompassed within Illeris´(2013) concept of inclusion.  
Illeris (2013) names that the concept of inclusion thus involves an understanding of learners 
interest regarding content with regards to their development.  Such an understanding of 
learner needs was interpreted to be evident as experiences found were noted to regard the 
relevancy of meetings as positive for their work practice. This content relevancy was  
interpreted as a positive for workers as they could via meetings gain tips and ideas through 
socially inclusive participation which could then later adapted into work practice.  The key to 
this learner-need-understanding was interpreted to stem from leadership.  That 
leaders/managers were aware of areas of developmental need on a 
individual/group/organisational level and that through network meetings all levels were 
included. Feed-back, relevance, leader encouragement, practical problem-solving and learner-
inclusion goal formation (Illeris, 2013) were factors all interpreted to be evident through 
respondents reported experiences.  Findings thus reiterate Illeris´(2013) factors as stimulatory 
for involvement and evident as encouraging for the process of competence development via 
in-house networks (Illeris, 2013). 

Practice 

Illeris (2013) ties together the need for theory and practice to go hand in hand in his 
conceptualisation of practice.  The ability to develop theory through practice through on the 
ground involvement and activity is therefore seen as important for competence development 
(Illeris, 2013). Interpretation of respondents experiences led to findings that they did indeed 
practice what was addressed during in-house network meetings.  For example governmentally 
and organisationally set targets in this case were brought into the in-house network arena and 
tackled on a group level through discussions.  Interpretation of experiences led to the belief 
that these discussions gave light to how guidelines needing to be met could be reached on a 
practical level.  Such opportunity for discussion with both other organisation members and the 
network leader (member of management) gave rise to insight on different approaches.  It 
seems that individuals enjoyed “clearing things up” and gaining insight at in-house network 
meetings.  With the fact that members expressed relevancy between network and work 
content further led to the impression that respondents experienced that there was in fact a 
point to meetings which benefited them.  This interpretation of respondents experiences 
reiterates that which Illeris (2013) conceptualises as practice.  Reading further down the line 
interpreted evidence shone through that although respondents may not necessarily have felt 
that  learning occurred during meetings, they however experienced the planting of a seed 
(idea, understanding etc.) which later grew during activity in the workplace.  Interpretation 
thus leads to the belief that by holding in-house network meetings managers may reach staff 
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across workplace boarders.  Communication regarding organisational goals which may seem 
abstract to workers may be discussed, connected and with ideas shared regarding how to meet 
goals within work practice.  As Illeris (2013) however emphasises, involvement is key and it 
does indeed seem evident that through in-house networks, each and every member of staff on 
all levels may become involved in the process.  That said however and an important finding 
stemming from involvement which has an effect on practice is participation (Illeris, 2013).  
As Illeris (2013) conceptualises practice to not only lie within professional boundaries but 
also within human and social practice, participation and the ability to cope in social situations 
thus becomes key for the in-house network process.  With regards to respondents experiences 
interpretation leads to the conclusion that in some cases respondents did not feel comfortable 
in the network environment/group.  There were several reasons for this such as group size, 
leader, interpretation of their own level of competence etc.  This question is whether the 
competence development process may thus be stunted?  Sure respondents were practically 
participating by being in their group and attending meetings however how much they were 
able to take in information, reflect and concentrate on discussions  is interpreted to be 
questionable.  Thus interpretation leads to the need to put emphasis on worker comfort and 
their sense of security in in-house network groups so as to get the best out of the process and 
avoid so called “transfer problems” (Illeris, 2013).    

Reflection (reflexion) 

Where reflection is concerned Illeris (2013) means both the continual evaluation process 
regarding what participants are/have been involved with and where they are going with the 
development.  Where competence development is concerned he particularity emphasises that, 
“Det avgörande är att deltagarna får skapar sig en användbar feedback som kan befrämja och 
tydliggöra en både intellektuell och känslomässig kvalificering av de erfarenheter som har 
gjorts” (Illeris, 2013, p.97). Interpreted findings revealed that feedback was experienced by 
respondents as important for their development.  In-house network meetings were said to 
begin with protokoll from the previous meeting.  This was seen as ok but fairly lacking in 
depth and at times things were forgotten to be added and so missed.  With a view to 
competence development it seems that protokoll may indeed be a  “useful feedback promoter” 
as the said may work towards reiterating participants position and where they are going 
through the intention of the in-house network meeting.   However reading between the lines 
and their was a sense of worker disappointment where feedback after network meetings was 
concerned.  Workers seemed to leave meetings feeling a sense of achievement, understanding 
and direction post network meetings however this was found to dwindle during the weeks 
between network meetings.  It seems that as Illeris (2013) names that reflection may occur on 
both individual and collective levels respondents´ sense of involvement in terms of reflection 
was on the most part done individually between meetings.  Interpretation however lends to the 
conclusion that reflection is very subjective, as some seem to need ´time´ to reflect and adapt 
others seemed to experience that reflection was a constant, it just happened and planning in 
specific time to reflect was therefore not necessary.  What did seem evident was that 
respondents need feedback from managers and on a social level from collegues in order to 
feel secure and develop ideas.  Thus through in-house network meetings it seems that the said 
needs may be satisfied however they must be encouraged by managers.  A final note is the 
level of feedback given by managers and leaders between in-house network meetings.  As this 
need seems greatly subjective it is however interpreted to be beneficial for competence 
development for managers/network leaders to take time to reflect together with staff in the 
workplace over work practices stemming from network goals.  Thus to conclude it seems that 
through protokoll at network meetings, individual and collective feedback from co-
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workers/managers in the workplace and evaluations of the in-house network aims and 
processes such activity is found to fullfill that which Illeris (2013) conceptualises as 
reflection.   

Summary of interpreted conditions of competence development in in-house networks  

  

 

 

 

 

 

 

 

Discussion  

The purpose of this research project was to seek greater understanding of how competence 
development processes may be developed through in-house workplace networks.  Information 
was sought and empirical data collected.  The aim being to seek answers to the question “what 
are the experienced conditions of in-house networks (limitations and support) with regards to 
worker competence development processes”? Accordingly results found in this study did in 
fact lead to a greater understanding of in-house networks and the opportunities and limitations 
surrounding such with regards to worker competence development. Social and leadership 
conditions were in fact found to dominate all levels of the in-house network experience for 
respondents.  The in-house network forum was found to  be useful in crossing boarders such 
as those lying between workplace entities, hierarchical communication and work place 
problem-solving from theory to practice.      

The problem faced was that when seeking previous research within the realms of competence 
development in networks there was an abundance of information regarding interactive, 
internet based social networks as learning communities.  However knowledge regarding 
competence development within in-house workplace networks seemed few and far between 
resulting in a knowledge gap.  As competence was named to regard actual basic inner abilities 
to judge situations and solve problems  (Granberg, 2009),  Hall (1988) named that within 
work organisations competence, when allowed nourishment, may blossom which is beneficial 
not only for workers but the work organisation as  a whole. Thus it was suggested that in -
house networks may provide competence development opportunity by way of a providing a 
forum for knowledge sharing, and competence development processes within the work 
organisation.  Although the pre-school organisation was chosen for this study most of us in 
one way or another have or have had a connection to pre-schools at some stage in our lives.  
As pre-school organisations are said to make up one of Sweden´s largest workforces, and 
represent the changeable organisation of today findings are thus deemed useful for the greater 
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population.  Thus research findings here although focused within the pre-school context are 
however deemed of value on a wider scale for the work organisation seeking to create 
competence development opportunity. 

Traditions within hermeneutics fitted with the type of research I was aiming to carry out.  This 
as I sought out workers subjective experiences of in-house networks with the aim of breaking 
these experiences down into parts deemed conditions of the competence development process 
in order to interpret meaning for development.  Thus a pre-understanding was formed and 
empiric information via interviews gathered.  Take note however that  a weakness may lie 
with me, the novice researcher.  This as I am still in the beginnings of my practice and 
although I have been aware of my own subjective perspectives and pre-understanding one 
questions just how representative interpretation of others´experiences can ever really be.  I 
tend to feel that I was only really able to scratch the surface during interviews and thus text 
analysis and wonder within hermeneutics if one can ever truly depict the meaning of a 
phenomena from the eyes of one to another?  The question of multi-cultural interviews came 
into great focus for me here as I myself am of different nationality to respondents.  Thus as 
interviews were held in a second language to my own mother tongue I felt the weight of my 
linguistic mistakes and thus undoubtedly wasted focus on these, possibly missing follow-up 
questions and depth during the interviews.  In this particular case respondents were all of a 
Swedish background and thus  `fluent` in Swedish but how does one set about interpreting a 
worker from Iraq with ´broken` Swedish whom the interviewer also with `broken`Swedish 
interviews?  As within hermeneutics one has the aim of portraying meaning from the 
experience of another surely linguistics play an enormous roll.  Having an understanding of 
workers background and use of language and expression I would thus expect plays a great roll 
in the interpretation of their text.  As I have lived side by side Swedish citizens for 10 years I 
on the one hand felt that I had an adequate level of understanding as to the ways in which 
respondents expressed themselves.  On the other hand though the subjective nature of the 
respondents interviews and text became crucial during the research process of which I aimed 
to portray correctly upon analysis.  Thus although interviews were deemed suitable for this 
particular research study one may also see the benefit of alternative methods within the realms 
of hermeneutic traditions such as via textual diaries of participants in-house network 
experiences.  This may possibly have led to a  deeper understanding of the meaning of in-
house meetings for participants competence development, gained from interpretation over a 
longer period of time and lengthier meetings with respondents.  However, the method taken 
was deemed sufficient and interpreted as giving adequate findings for the task and time-scale 
at hand.  Thus findings from interviews were categorically separated and revealed that 
processes surrounding the in-house network structure, organisational aims effecting the 
networks, social participation and individual inner processes were all experienced as 
conditions of in-house networks leading to the belief that they may have an effect worker 
competence development.  These findings are greatly in sync with earlier research which 
named facilitation, stress and social conditions as effecting learning and competence 
development in networks. 

Interpretation of findings here concluded that involvement, practice and reflection (Illeris, 
2013) processes may indeed be structured into in-house networks.  This in order to encourage 
the competence development process on individual, group and organisation levels  by 
providing a discussion forum.  Two key conditions were interpreted to play a major part in 
such in-house network forums which were found to greatly effect  competence development 
processes, namely leadership and sociality.  This reiterated findings by Hanraets et al. (2011), 
Cousin and Deepwell (2005) and Starkey (1996).  However, where Hanraets et al. (2011) 
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found that competence levels in facilitators were often lacking which caused rifts in 
participation, findings here actually highlighted the opposite.  Findings thus from a different 
angle reiterated the importance of facilitators/in-house network leaders level of competence as 
having an effect on participation. As leaders here were deemed competent, empathic to needs 
and relevancy experiences were positive with regards to in-house network participation.  
Findings thus support Hanraets et al.(2011) conclusion that facilitation is important in the 
creation and development of networks so as to stimulate learning.    

Where Cousin and Deepwell (2005) and Mackay and Evans (2011) named that variation in levels of 
participants expertise was found to encourage learning processes within learning networks 
support for this was however not found to be the case in findings here.  In fact interpretation 
led the conclusion that participants felt more secure in small groups with others on the same 
level as themselves and the opposite was seen as an experienced hinder for workers.  
Unfortunately this point was however not researched enough and group constellation would 
thus be something of interest for further analysis at a later date.   However despite the said 
differing experiences, in-house network meetings were deemed as encompassing competence 
development processes when structures included involvement, practice and reflection (Illeris, 2013).  
Thus in-house networks are interpreted to be a highly advantageous forum on an  individual, 
group and organisation level as communication canals were found to broaden through 
inclusion and social contact, findings which may reiterate Skerlavaj et al.(2008) social 
connectivity findings.  Accordingly Ellström and Kock (2008) also emphasised the 
importance of a “good climate” with regards to workplace competence development and 
findings here seem to reiterate this point.   Findings here emphasise that through  engaged and 
competent leadership and network facilitation, an open environment for discussions, 
participation, structure, in-house networks may provide the foundation to support a good 
learning climate.  However it seems that in order to lessen hinders (Svensson et al.2001), such 
as individuals sense of insecurity, stress, lack of trust regarding other group 
members/leaders/ones own ability etc., leaders must be aware of individual/group 
constellations and needs.  Interpretation of findings also concludes that here must be a 
structure within in-house networks which allows for ´equal´ talk time, participation and feed-
back.  This so members feel supported, involved and know where meetings are aimed so as to 
recognise development.    

Additionally one finding which was interpreted as a crucial condition of in-house networks 
was the experienced relevancy between in-house network meetings and the workplace.  Illeris    
(2013) named the relationship between theory and practice as a condition for development.  
Relevancy between in-house network meetings and work practice were found to greatly 
support worker competence development.   As Cousin and Deepwell´s (2005) findings 
conclude that network learning practices should come forth via participants as a pose to being 
merely enforced by facilitators, findings here showed that the ability for workers to see 
relevance in networks and feel support for their development was found to give a greater 
sense of involvement.  Thus in-house networks were found to act as a sort of out-reach post, 
joining workers on common ground in order to address individual, work group and 
organisational aims both individually and in groups which were connected with work practice. 
As earlier research concentrated on several different forms of networks research here 
regarding in-house networks both reiterates findings and also adds insight to networks as an 
in-house forum.  In a large organisation with different work entities it would seem that in-
house networks may thus be particularly beneficial.  This as a forum in which workers may be 
re-united with organisational goals and initiatives as gaps may be lessened between the 
organisation and its workers.  Discussions and problem-solving processes may thus cross 
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boarders giving rise to broader idea sharing and work theory/practice orientation which is 
understood to encourage competence development. 

Suggestions for further research  

Suggestions for further research lie within seeking greater understanding of leader qualities 
and competence with regards to in-house network facilitation.  Research carried out here as 
well as in much of the earlier research stemmed from an educational context.  As leaders in       
this particular case had a background within education how do in-house network leaders from  
different work contexts approach and support the worker as a learner in order to promote 
competence development processes?  Thus a comparison of facilitator approaches and worker 
experiences of such within the said networks would be of interest for further research.     
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Interview bilaga  

Interviews begin with some social chat regarding where workers work, their position at work, 
how long they have worked with the company and how long they have been partaking in 
network meetings..  

The following questions are used as a rough interview guide regarding participants 
experiences of in-house networks;  

Involvement  

 Hur upplever du delaktigheten i nätverken? 

 Anser du att det finns  kompetenser hos andra i din nätverk? Vem?  Hur märker man 
det?  När märker man dessa kompetenser? 

 Får du möjlighet till att sprida/dela med dig av dina kunskaper på nätverksträffarna? 
När/hur?  Vad/vem påverkar dina möjligheter till detta? 

 Vilken  roll anser du ledarskapet har i nätverksträffarna? Hur kan ledarskap 
optimera/hindra medlemmarnas kompetens utveckling i nätverk tycker du?   

Practice/problem  

 Får du möjlighet att visa din kompetens/vara kompetent på din arbetsplats tack vara 
erfarenheter skaffade under nätverksträffarna? Hur? Vad stödjar/hinder dig?  

 Vad anser du är meningen med nätverks träffarna?  Anser du att träffarna är 
värdefulla/relevanta för din egen/organisationens utveckling? 

 Får ni problem att lösa i nätverksträffarna?  Hur går ni tillväga för att lösa dessa? 

 Får du möjlighet att diskutera idé och problem-lösningar när du kommer tillbaka till 
din arbetsplats? Är det några hinder/möjligheter som du anser är viktiga för denna 
process?   

Reflection 

 Hur har du kunnat använder idé och problemlösningar från nätverksträffarna när du 
är tillbaka på din arbetsplats?  

 Får du möjlighet att diskutera idé och problem-lösningar när du kommer tillbaka till 
din arbetsplats? Är det några hinder/möjligheter som du anser är viktiga för denna 
process?   

 Anser du att feed-back är viktig kring målet med nätverksträffarna? Varör? Är det 
något som påverkar denna process? Vad?   

 


