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Abstract. In this article, I deal with the problem of adult work-related learning
in the knowledge-based economy. I put forward and try to prove the following
four theses: (1) The concept of the “knowledge-based economy” should now
be understood metaphorically, not literally. Due to the dynamic socio-econom-
ic changes, the practical implementation of the assumptions of the “knowl-
edge-based economy” is not so much about knowledge, but about permanent
learning in connection with work experiences. (2) In the knowledge-based
economy, scientific knowledge is important, but personal knowledge and tacit
knowledge are becoming more and more crucial. (3) The effective implemen-
tation of the concept of a knowledge-based economy and the understand-
ing of its opportunities and risks cannot be an administrative, legal or eco-
nomic matter only. The knowledge-based economy uses both the potential
of (scientific) knowledge and the human potential for learning and develop-
ment. Learners and their communities are the key, so research in this area
is necessary in the field of social sciences, in particular pedagogy. Otherwise,
the idea of a “knowledge economy” will blow up spontaneously, perhaps for
the benefit of industry and multinationals, but not for the benefit of individu-
als. (4) In the knowledge-based economy, it is clear that it is necessary to start
differentiating scientific theses about the educational dimension of work de-
pending on the nature of this work. The general models and theses of learning
in the workplace and work-related learning developed so far do not take into
account the specificity of various professional activities. In this article, I deal
mainly with pedagogical issues, but I sought to use scientific sources outside
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of pedagogy, looking in other scientific disciplines for what was pedagogically
important and inspiring, and so far not present in the pedagogical discourse.

EDUKACYJNE UWARUNKOWANIA
ZAWODOWEGO FUNKCJONOWANIA DOROSEYCH
W GOSPODARCE OPARTE]J NA WIEDZY

Stowa kluczowe: uczenie si¢ w miejscu pracy, catozyciowe uczenie sig, edukacja
ustawiczna dorostych, gospodarka oparta na wiedzy

Streszczenie. W artykule' tym podejmuje problem uczenia si¢ dorostych
w zwigzku z praca w gospodarce opartej na wiedzy. Stawiam cztery nastepujace
tezy, ktore staram si¢ udowodnié: (1) Koncepcja gospodarki opartej na wiedzy
powinna by¢ wspodlczesnie rozumiana metaforycznie, a nie dostownie. W isto-
cie bowiem, w praktycznej realizacji zatozen gospodarki opartej na wiedzy
chodzi nie tyle o wiedze, co o permanentne uczenie si¢ w zwigzku z wykony-
wang praca. (2) W gospodarce opartej na wiedzy wazna jest wiedza naukowa
(jawna, skodyfikowana), ale coraz wigkszego znaczenia nabiera wiedza osobista
i wiedza ukryta (z ang. tacit knowledge). (3) Skuteczne wdrazanie koncepcji
gospodarki opartej na wiedzy oraz zrozumienie szans i zagrozen z tym zwia-
zanych nie moze by¢ tylko kwesta administracyjna, prawng lub ekonomiczna.
W gospodarce opartej na wiedzy wykorzystuje sie zaréwno potencjal wiedzy
(naukowej), jak i ludzki potencjat uczenia sie i rozwoju. Kluczowi sg uczacy sie
ludzie, dlatego konieczne sg badania w tym zakresie prowadzone na gruncie
nauk spotecznych, w szczegélnosci pedagogiki pracy i andragogiki. W przeciw-
nym wypadku, idea gospodarki opartej na wiedzy bedzie si¢ rozwija¢ samo-
rzutnie, by¢ moze z korzyscia dla przemystu i miedzynarodowych korporacji,
ale niekoniecznie z korzyscig dla jednostek. (4) Na gruncie gospodarki opartej
na wiedzy wyraznie wida¢, ze nalezy zacza¢ réznicowaé naukowe tezy o edu-
kacyjnym znaczeniu pracy w zaleznosci od charakteru tej pracy i warunkow jej
$wiadczenia. Wypracowane dotad ogdlne modele i tezy uczenia si¢ w miejscu
pracy nie uwzgledniaja specyfiki réznych aktywnosci zawodowych. W artykule
tym poruszam gtéwnie tematyke andragogiczng i z zakresu pedagogiki pracy,
dazytem jednak do korzystania ze zrédet naukowych spoza pedagogiki, poszu-
kujac w innych dziedzinach wiedzy tego, co pedagogicznie wazne i inspirujace,
a dotad w dyskursie pedagogicznym malo obecne.

1 This article was developed within the project ,, Adult Learning in a Hybrid Work Model” funded
by the University of Lodz as part of the Initiative of Excellence — Research University (IDUB2), de-
cision no. 19/2021, implemented at the Faculty of Educational Sciences, University of Lodz. Project
Manager: Dr. Marcin Rojek, duration: January 10, 2022 - January 9, 2024.
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Introduction

One of the goals of the European Union’s education policy is to increase
the educational engagement of adults. Lifelong learning opens up the opportuni-
ty for EU citizens to build their career potential - ,employability, enhances their
competitiveness in the labour market and accelerates the economic development
of individual countries (cf. Wisniewska, 2015).

In 2011, the European Commission implemented the Renewed European
Agenda for Adult Learning (EAAL). In this document, the European Com-
mission acknowledges the need for regular enhancement of personal and pro-
fessional qualifications and skills by all adult citizens of the Union throughout
their lives.

According to Urszula Jeruszka:

“We live in uncertain times. The pace of technological, organizational, legal,
market, and demographic changes affects shifts in the competence structures
of professions and positions, which necessitate shaping the competencies of cur-
rent and future employees in accordance with current and future socio-economic
needs, and increase the demand for continuous renewal of qualifications [...].
The task of work pedagogy is not so much to prepare a person for undertaking
professional work, but rather to prepare them for employability - for obtaining
and maintaining employment, for being employed and satisfied with their work,
and for being responsible for their professional success and the development
of their own career, both within the organization where they are currently em-
ployed and beyond it” (2021, p. 14).

However, the available scientific knowledge may in itself prove insufficiently
attractive to some (or perhaps even a larger number of adults) to induce them
to make the intellectual effort associated with lifelong learning, which is a fun-
damental condition for employability. Knowledge alone will not significantly
contribute to economic development if it is not understood and utilised in daily
professional activity by adults. The concept of a knowledge-based economy offers
an opportunity for the practical implementation of the idea of lifelong learning
for Europeans and the scientific exploration of the characteristics of adult learn-
ing. This concept and its practical implementation are the subject of interest
in many disciplines, yet there is little pedagogical analysis of it, despite the fact
that this economy is based not only on scientific knowledge, but also on per-
sonal knowledge as a result of learning related to work. In a knowledge-based
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economy, support is given to, among other things, the intellectual development
of employees, knowledge sharing at the workplace, mutual learning, teamwork,
project-based work, and training, which provides an opportunity for Europeans
to engage in lifelong education. This thus outlines a new, interesting area of ped-
agogical research on adult education and the educational significance of work.
However, before exploring this area, it is necessary to initially identify what
is already known in this subject based on other sciences and assess its potential
significance for pedagogy and education.

Methodological approach

The research question was: what are the educational conditions of adults’
work in a knowledge-based economy? In order to generate a synthetic descrip-
tion (Paterson et al., 2001, pp. 27-51) of these conditions, I assumed an ontolog-
ical and epistemological composition that knowledge, skills, and competencies
are possessed and can be developed by individuals, also within organizations,
and that new knowledge always originates from individuals and can be mutually
transmitted (moving from the individual level to the group level, from the local
level, through the national level to the inter-organizational level). The conse-
quence of this is a narrowing down of the subject of analysis to the educational
experiences of adults and the deliberate omission of the issue of organizational
learning, understood as learning of the organization as a whole. Concepts of or-
ganizational learning (cf. Senge, 2002; Argyris, Schén, 1996) are interesting
and important, but they constitute a separate research issue requiring separate
treatment.

The research method was a qualitative analysis of existing data (LongSutehall,
Sque, and Addington-Hall, 2010, p. 336; Corti and Thompson, 2007, p. 297)
in the form of scientific works: articles, monographs, reports. The selection
criterion was the subject of the scientific works, concerning the educational
aspects of professional work in a knowledge-based economy. I primarily sought
sources outside pedagogy, as they offer perspective for interdisciplinary research
on the issue at hand. This kind of outside perspective can also help to better
understand and assess where current pedagogical research on this issue is posi-
tioned and what its future directions of development may be.
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From a knowledge-based economy to a workplace learning-based
economy

The concept of a knowledge-based economy (other terms encountered
in the literature include the information economy, knowledge-saturated econo-
my, knowledge-driven economy, new economy) emerged and developed as a re-
action after the agricultural and then industrial economies that prevailed over
the last centuries. The genesis of the knowledge-based economy dates back
to the 1960s, when the demand for services increased and the service sector be-
gan to shape in the economy (Karlsson, Johansson, Sough, 2006, p. 1). However,
its real development took place only in the 1990s. The basis for the establishment
of a knowledge-based economy was the theory of endogenous growth, stating
that long-term and relatively stable economic and social growth can be achieved
only by investing in people. This is done through cooperation with universities,
acquisition of new knowledge, and its effective use by large corporations, small
companies, higher and lower-level employees, and local communities (Cho-
dorek, 2016, p. 115; Welfle, 2009, p. 3). The knowledge-based economy consists
of three components (Kucznik, 2019, p. 136):

+ Methodological - involving the search for new research methods in the field

of knowledge management,

 Empirical - identifying and analysing the globally changing knowl-

edge-based economy and knowledge diffusion, both at the level of societies
and individuals,

« Pragmatic - related to ways of implementing the assumptions of a knowl-

edge-based economy.

The knowledge-based economy has brought many changes to the lives
of adults. New workplaces, new industries, new products, and services have
emerged. In the context of this economy, coworking was created (cf. Rojek,
2021), as well as entrepreneurship incubators, science and technology parks,
and start-ups. The main development factor of the knowledge-based economy
is the demand for high-value-added goods, shaped by conscious and educated
consumers and innovative companies. Competitive advantage is provided not
by material goods, natural resources, and durable goods, but by knowledge,
mainly in terms of shaping the added value of products. The knowledge-based
economy is also characterized by a transition from the production of material
goods to the development of services, which are largely based on highly skilled
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workers (Woodall, Lee, Stewart, 2004, p. 165; Neef, Siesfield, Cefola, 1998, p. 4).
The feature of this economy is constant change. Technological development
allows for the offering of new services and the production of new products. This
requires employees to continually develop their knowledge, skills, and compe-
tencies. Workers are no longer expected to persist in following a once-chosen
career path, but rather to work in fluid teams and constantly take on new tasks
(Powell, Snellman, 2004, pp. 199-220).

The knowledge-based economy is closely associated with popular concepts
of social capital and human capital. Social capital is not merely the acquired
knowledge, skills, and competencies of members of society, but rather their will-
ingness, desire, and ability to continuously enhance their professional qualifica-
tions throughout their entire professional career (Panenka, 2004, p. 146). Social
capital represents a valuable intangible resource for enterprises and organiza-
tions, enabling the transfer of knowledge and implementation activities, which
potentially contributes to development and the establishment of competitive
advantage. On the other hand, human capital consists of employees, customers,
suppliers, and individuals collaborating with the company through short-term
agreements. Their unique character traits and competencies hold significant
value for the company as they can be developed or transferred to other em-
ployees. Human capital is embodied in employees in the form of qualifications,
knowledge, and skills acquired through lifelong learning (Schultz, 1981, p. 21).

Among the four pillars (alongside the institutional-legal environment, inno-
vation system, and information infrastructure) of a knowledge-based economy
are education and training (Niklewicz-Pijaczynska, Wachowska, 2012, p. 14).
The knowledge of employees and their intellectual development are the main fac-
tors driving economic growth. The continuous learning of employees is a prereq-
uisite for building a company’s competitive advantage (Chodorek, 2016, p. 116).

The outlined characteristics of a knowledge-based economy indicate that
its success for firms, enterprises, and organizations is primarily associated with
the intellectual properties of their employees (rather than factors such as loca-
tion, access to resources, or capital level). However, it is not solely about mem-
orization, as a knowledge-based economy is not replicative in nature, meaning
it places little value on replicating the activities of other entities. Instead, it em-
phasizes creativity, innovation, and communal engagement. Two researchers,
Karen Watkins and Victoria Marsick (2003; 1996), concluded that in the con-
temporary economy, employees learn both individually and through the abil-
ity to engage in collective learning, which involves transforming information



Marcin Rojek, Educational determinants of adults’ professional functioning... | 91

into useful knowledge, primarily through shared interpretation of changes
in the socio-cultural environment of the enterprise. In this way, they generate
new knowledge, which becomes embedded in products and services that people
worldwide benefit from, thanks to globalization. An interesting proposition for
understanding employee learning in an organization was put forward by Bogusz
Mikuta (2006). According to him, “learning can be considered as a process char-
acterized by the involvement of information and knowledge, leading to a change
in knowledge resources and can lead to changes in human behaviour as well
as creating adaptive capabilities for organizations, ultimately achieving a state
of high reactivity and subsequently proactivity” (Mikuta, 2006, p. 48).

According to the author, learning consists of three subprocesses:

1. Traditional employee learning involves developing individuals’ compe-
tencies through their active participation in various forms of training
and professional development, both in the workplace and outside of it.
This subprocess is based on acquiring information, engaging in dialogue,
and reflection, which allows for the integration of new knowledge with
the existing knowledge.

2. Empirical learning entails acquiring new experiences through practical
action, experimentation, including learning from mistakes. Experiences
also include drawing conclusions from observing the actions of other col-
leagues and the consequences of those actions. This subprocess involves
phases such as planning, action, observation, and reflection. Empirical
learning “purifies” the acquired knowledge (obtained through tradition-
al and cybernetic learning) from what is deemed irrelevant, incorrect,
or failing to produce expected results.

3. Cybernetic learning involves discovering, questioning, and changing
the ways of perceiving and understanding the standards, procedures,
principles, and norms prevailing in the workplace. It is a “process of re-
jecting old habits and ways of thinking that condition people’s behaviour”
(Mikuta, 2016, p. 162). This requires the ability to learn (“learning how
to learn”), as well as the ability to unlearn. The main function of this sub-
process is to replace existing knowledge with new knowledge.

According to Mikula, the aforementioned subprocesses can occur spontane-

ously and simultaneously. They are interconnected in such a way that knowledge
acquired in one subprocess can be utilized in the other two. The most common
learning methods can be identified as socialization, internalization, externali-
zation, and combination.
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The first method highlighted here is socialization, which involves acquiring
new knowledge from others in social relationships within the workplace. Spend-
ing several hours a day with colleagues, shared experiences, and interactions
allow for the adjustment to their ways of thinking.

The second method is internalization, which involves the development
of tacit knowledge, attitudes, beliefs, norms, and values through the assimilation
of publicly available knowledge.

The next method is externalization. It is more of a “teaching” method that
triggers learning rather than learning itself. It occurs when previously tacit
knowledge is made explicit within the work team through the use of metaphors,
analogies, concepts, or mental shortcuts.

The final method is combination, which involves the development of tacit
knowledge based on explicit, unified, selected, and categorized knowledge (see
Nonaka, Takeuchi, 2000, pp. 86-93). The relationship between these methods
and learning outcomes is presented in Table 1.

Table 1. Relationship between methods and workplace learning outcomes

Learning methods Learning outcomes
Socialization emotional intelligence
Internalization operational knowledge
o fact-based knowledge
Externalization .
(encyclopaedic knowledge)
Combination normative knowledge

Source: Author’s own compilation based on: Nonaka, Takeuchi, 2000; Jemieniak, Kozminski, 2012,
p- 25; Sztompka, 2009).

The degree of utilization of learning methods in the workplace largely de-
pends on the organizational structure of companies. Those companies that rely
on project teams provide employees with better learning opportunities through
interpersonal interactions and intentionally equip the workplace with educa-
tional resources, compared to those with a hierarchical structure. Consequent-
ly, these companies gain a competitive advantage in the industry. An example
of such a company is Hewlett-Packard (better known as HP), which allows em-
ployees to travel on regularly scheduled company planes for personal meetings
with colleagues from different regions of the world. This facilitates mutual learn-
ing and the development of tacit knowledge. Another example is Xerox, where
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publicly accessible whiteboards with markers are installed in offices, hallways,
and even stairwells, enabling knowledge sharing (Cavaleri, Seivert, 2003, p. 294).

From scientific knowledge to personal knowledge (from
knowledge management to organizing conditions conducive
to employee learning)

The transition from scientific knowledge to personal knowledge is what
clearly distinguishes a knowledge-based economy from previous forms of eco-
nomic organization. Initially, the knowledge-based economy adopted a static
understanding of knowledge that existed in the industrial economy. However,
it quickly became apparent that the dynamics of economic processes, new job
opportunities, scientific discoveries, and inventions, along with the emerging
demand for new services and products, made it impossible to equip an employee
with a knowledge package that could be used throughout their professional life.
Consequently, the concept of the employee and their professional development
underwent a transformation. Employees ceased to be seen as external sources
of knowledge and began to be perceived as human capital that could be devel-
oped through their ability to learn. It also became evident that scientific knowl-
edge was too general to meet the individual and unique challenges of service
provision and goods production in a market economy. Therefore, individual
learning in relation to work became crucial. Over time, the outcomes of such
learning were recognized as a “unique factor of production for a company” (Sz-
romnik, 2013, p. 219), enabling them to establish themselves, stand out, survive
in the free market, and build enterprise value. It is highly probable that in 2011,
Google acquired Motorola Mobility precisely because of the uncodified, tacit
knowledge possessed by its employees.

As the transition from scientific knowledge to personal knowledge took
place, from the mid-1980s, an “initiative” approach to building career potential
and professional development began to emerge. This approach posited that “one’s
position in the job market and professional career largely depend on accumu-
lated individual skills; it encourages individual initiatives in the job market and
career development through continuous education, improved access to labour
market information, and the flexibility of the labour market. It is also based
on the idea of developing human and social capital” (Wisniewska, 2015, p. 15).

The assumptions of this career-building approach strongly emphasize
the necessity of lifelong learning and its significance for employees’ positions
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in a knowledge-based economy. Over the decades, mainly due to slightly differ-
ent socio-cultural conditions, two models of organizing conditions for learning
and learning itself among employees have emerged: the European model and
the Japanese model. Despite their differences (see Table 2), these models share
the recognition of learning as an educational form of adult professional en-
gagement. Such an approach brings material and non-material benefits to both
employees and employers, as well as to the entire economy, and is therefore insti-
tutionally supported. The European Commission has recognized lifelong learn-
ing in the workplace as crucial for the future of EU societies and it is prioritized
in the “Horizon 2020” program. It is expected to lead to increased innovation
in EU economies, accelerate development, reduce unemployment, and bridge

the gap between science and the economy.

Table 2. Models of learning in relation to job performance

Models of learning in the workplace

European model

Japanese model

Learning in the workplace primarily results
from the “processing” of “available” knowl-
edge.

Knowledge is generally accessible, organized,
and codified.

The subject of learning is words, numbers, pro-
cedures, and rules (algorithms) of action.
Learning has a public nature, and knowledge
can be utilized by multiple users without losing
its value.

Books, scientific papers, scripts, models, and
expert opinions are necessary for learning.
Learning is a response to teaching, training,
and organized forms of professional develop-
ment.

The most valuable knowledge arises from
scientific research.

Learning is supported by modern technolo-
gies.

Learning in the workplace primarily involves
individual development of “tacit” knowledge.

Knowledge is highly individualized and diffi-
cult to codify.

The subject of learning is a subjective insight
into a particular issue, intuition, schemas

and mental models, intuitions, emotions, and
ideals.

Learning is an individual path of understand-
ing the conditions of a specific workplace.
Motivation and favourable conditions are
necessary for learning.

Learning involves communication among
employees and mutual learning.

Knowledge resides in the minds of employees,
including beliefs, convictions, predispositions,
and talents.

Learning is supported by social interactions
in the workplace.

Source: Author’s own compilation based on: Kietlinski, 2009; Nonaka, Takeuchi, 2000; Drucker,
1993; Toftler, 1990.

Both models are based on the personal knowledge of employees, understood
as individual knowledge that is not known by other employees. Personal knowl-
edge is highly significant because it leads to an understanding of the surrounding
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reality for the employee and, at the same time, determines the competitiveness
of both the employee and the organization. As a result, formal education, al-
though valued and desirable in a knowledge-based economy, no longer deter-
mines an employee’s position to the same extent as in an industrial economy,
which primarily placed employees based on their (formal) education rather than
their knowledge and learning abilities.

Educational potential of a knowledge-based economy

According to Anna Sfard, when considering the educational significance
of work, it is rarely appropriate to focus on the once-acquired knowledge. In-
stead, it is more relevant to assume active experiencing, cognizing, and even
savouring (activity of knowing) by adults of elements in their work environment
(Sfard, 1998, p. 6). Therefore, work possesses an educational potential that lies
more in stimulating learning rather than cementing existing knowledge.

However, in a knowledge-based economy, we encounter various types and
forms of employment. Work and learning formulas are becoming increasingly
diverse, making it more difficult to formulate generalizations that apply to all
of them. It seems almost certain that the learning of a self-employed fashion
designer working in a co-working space will differ from the learning of an em-
ployee operating a production line in a large factory, or a gardener. At the current
advanced level of knowledge within this domain, it is important to consider these
differences and treat them as distinct and interesting topics for future empirical
research.

One of the few responses to this need is the educational context of work
distinction made by Annikki Jarvinen and Esa Poikela (2006, pp. 170-186).
These two researchers identified three models of learning in relation to work,
depending on its nature: learning in the context of an individual’s work, learning
in the context of shared work, and learning in the context of the organization’s
work. The authors emphasize that in each of these models, learning is based
on experiencing professional situations (experiential learning). However, the na-
ture of experiencing, its characteristics, and outcomes vary depending on the na-
ture of the work.
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conceptualization

Figure 1. Model of individual workplace learning

Source: Author’s own work based on: Jarvinen, Poikela (2006, p. 177).

According to the principles of learning in the context of an individual’s work
(Figure 1), the knowledge and skills that an employee utilizes are primarily
the results of their learning in the workplace. The workplace also significant-
ly modifies the employee’s existing knowledge. This knowledge and skills are
used routinely and systematically. However, when a problem arises that cannot
be solved using the employee’s current competencies, they critically evaluate
their previous actions, analyse the nature of the problem, and conceptualize po-
tential solutions. This can be done independently or by utilizing various sources
of knowledge. As work in a knowledge-based economy constantly presents new
challenges, this process becomes cyclical.
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shared

reflection ,\

P - worker
K.W.P. - the context of collaborative work

Figure 2. Model of collaborative workplace learning

Source: Author’s own work based on: Jirvinen, Poikela (2006, p. 178).

Learning in the context of shared work has a more complex nature (Figure 2).
Collaboration serves as the reference point here. When difficulties or challenges
arise, employees commonly share their knowledge with each other (if they do not
share, it is not considered shared work but rather individual work performed
in the presence of others). They engage in collective reflection to understand
the true nature of their problem. Employees create new shared knowledge, mod-
els, and concepts to approach the problem from different perspectives and gain
better understanding. The knowledge, concepts, and models are then tested
in practice (by doing) and evaluated for their usefulness. Those that are deemed
somewhat useful are reinforced. This type of learning is also never-ending,
as concepts and models can be continuously tested and refined to enhance their
effectiveness and applicability.
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integration

and interpre- y i o e
tation of .
knowledge

P - worker
G - worker groups
K.O. - organizational context

Figure 3. Model of organizational learning

Source: Author’s own work based on Jarvinen, Poikela (2006, p. 177).

Regarding learning in the context of an organization, Jarvinen and Poikela
argue that:

“When considering learning at the organizational level, it is not sufficient
to analyse only the experiences that were relevant in individual and shared
work. In the organizational context, we are dealing with something more, name-
ly the distribution of know-how and new knowledge within the community
of employees. Shared knowledge and know-how manifest in collective intuition
and are interpreted from the perspective of the entire organization. Knowl-
edge is acquired through exploratory actions and innovation development, and
itis integrated with existing organizational knowledge and databases. [...] In oth-
er words, new activities are ‘institutionalized’ as part of organizational actions”
(2006, pp. 179-180).

The main responsibility for the conditions and process of learning falls not
on the employees but on the organization itself. The organization is responsible
for introducing new practices, creating challenges, and providing feedback.
This delineates a learning loop that is repeated but with different practices and
challenges.

The presented models have certain weaknesses. It is worth noting one sig-
nificant point. These models are not entirely original but, as the authors them-
selves admit, they are based on the Kolb cycle. However, the Kolb cycle has been
subjected to increasing criticism. Paul Kirschner, John Sweller, and Richard
E. Clark argue that in the Kolb cycle, learners are overloaded in the process



Marcin Rojek, Educational determinants of adults’ professional functioning... | 99

of transitioning between conceptualization and application, which greatly di-
minishes the effectiveness of this learning model. This cognitive load makes
it difficult for some adults to assimilate new knowledge. Additionally, Kolb
diminishes the importance of theoretical learning and self-directed learning,
which likely occur in professional life and, at the very least, are not excluded
by research findings.

Conclusions

A knowledge-based economy is an interesting trend that currently shapes
economic, social, and cultural realities. It influences human behaviour and cre-
ates the surrounding reality, including the realm of adult education, particularly
informal and non-formal education. Within this context, there is an intrigu-
ing understanding of adult knowledge from an andragogical perspective. This
knowledge is perceived as an independent entity, constantly evolving, partially
replacing production, and determining the fate of workers and organizations.
The knowledge that adults navigate is primarily derived from their professional
experiences. In a knowledge-based economy;, lifelong learners and talented lead-
ers play a decisive role in shaping future directions.

However, this inherent “sentence” to learning, characteristic of a knowl-
edge-based economy, also carries certain risks. Rapid and turbulent changes
can quickly render existing knowledge, methods, and sources of learning obso-
lete. This can lead to the exclusion of those adults who are unwilling or unable
to learn, exacerbating economic inequalities.

Lastly, a methodological reflection is warranted. A review and analysis of lit-
erature in the fields of economics, finance, management, and quality reveal that
scholars in these disciplines are interested in the educational dimension of work
and the educational aspects of professional life, similar to work pedagogues, an-
dragogues, and social pedagogues. However, they seldom use the term ‘learning)
even though it would often be the most suitable term to describe the subject
of their empirical research and theoretical analyses. Instead, they employ con-
cepts such as ‘education; ‘lifelong education;, ‘developing,, ‘self-improvement, and
‘knowledge development, formulating statements and principles based on these
concepts. This stands in contrast to the field of pedagogy, where ‘learning’ is con-
sidered a central conceptual category (Hejnicka-Bezwinska, 2008, p. 141) and
has experienced a renaissance (Bauman, 2005, pp. 9-10), expressed in adult ed-
ucation by the paradigm shift from teaching to learning (Malewski, 2010, p. 47).
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As aresult, representatives of different disciplines within the same field of science
(the field of social sciences) operate with different conceptual systems. This limits
the possibility of accurate interdisciplinary communication and interpretation
of research intentions. Perhaps collaborative research could harmonize terminol-
ogy and significantly deepen our knowledge of adult learning in relation to work.
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