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Executive	Summary											SCIENTOR	N.V.	

As	 the	 technical	 sector	 is	 changing	 rapidly	 nowadays	 knowledge	 is	 becoming	

obsolete	quickly.	This	 is	also	the	case	for	Scientor	N.V,	 	a	technical	company	facing	strong	

international	competition	and	therefore	being	continuously	challenged	to	innovate..	In	this	

context,		in	order	to	keep	the	knowledge	up-to-date,	continuous	earning	of	all	employees	is	

of	utmost	 importance	 for	Scientor	The	Scientor	Academy	is	responsible	 for	designing	and	

providing	training	in	order	to	realise	high	impact	learning.		To	what	extent	are	the	current	

Learning	and	Development	practices	at	Scientor	HILL	proof?		Or,	to	what	extent	do	Scientor	

employees	 engage	 in	 learning	 activities	 that	 contribute	 to	 the	 development,	 finetuning,	

broadening,	 deepening	 of	 knowledge	 skills	 and	 attitudes	 and,	 in	 turn,	 support	 them	 to	

create	or	increase	significant	and	unique	value	for	his/her	job	and	the	organisation?	Do	the	

learning	 activities	 facilitated	 and	 supported	 by	 the	 Scientor	 Academy	 enrich	 the	 body	 of	

knowledge	 (KSA’s)	 of	 the	 employees	 in	 such	 a	 way	 that	 the	 learner’s	 professional	

functioning	 improves	 and	 consequently	 influences	 future	 situations	 in	 her/his	 working	

context? 

	

By	 means	 of	 interviews	 with	 individual	 employees	 and	 focus	 group	 interviews,	 the	

current	 learning	 situation	 is	 analysed	 according	 to	 the	 building	 blocks	 of	 the	 HILL	

approach.	Following,	the	main	findings	are	described	for	each	building	block.	

1. Urgency/	gap/	problem:	There	is	a	sense	of	urgency	for	learning	which	usually	

evolves	from	individual	employees,	employees	that	are	lacking	knowledge	at	the	

start	of	a	project,	or	from	Scientor’s	strategic	goals	of	becoming	a	world	leader.	

Nevertheless,	 few	 L&D	 activities	 start	 clearly	 from	 a	 predefined	 problem	 or	 a	

clearly	 expressed	 urgency	 by	 employees	 and	 still	 trainings	 are	 the	 utmost	

predominant	form	of	L&D	activities.	

2. Self-Management,	 learner	 agency:	 Most	 employees	 at	 Scientor	 should	 be	

proactive	in	taking	responsibility	and	initiative	for	their	own	learning	process.	

3. Cooperation	 &	 Coaching:	 Employees	 are	 aware	 of	 the	 importance	 of	 learning	

from	others	and	cooperating	on	the	job.	Some	coaching	and	buddy	systems	are	

in	place	but	lie	outside	the	responsibility	of	the	Academy.	Line	managers	would	
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like	 to	 coach	employees.	However,	 they	 feel	 restricted	due	 to	 time	 constraints	

and	conflicting	responsibilities.	

4. Hybrid	 Learning:	 Currently	 the	 Academy	 uses	 blended	 learning	 by	 combining	

different	 methods	 and	 e-learning	 with	 classroom	 training.	 This	 should	 be	

extended	 to	more	hybrid	 learning,	 a	well-thought	balance	between	online	 and	

face-to-face	 learning.	 Employees	 would	 appreciate	 more	 opportunities	 for	

follow-up	and	reflection	after	a	training.	

5. Action	 and	 Knowledge	 sharing:	 Trainings	 are	 not	 always	 offered	 in	 time.	

Knowledge	sharing	happens	accidently	 in	or	between	some	teams	but	not	 in	a	

structured	way.	

6. Flexibility,	 formal	and	informal	 learning:	In	general,	people	are	willing	to	 learn	

formally	and	informally.	The	culture	is	open	and	people	are	eager	to	learn.	Often,	

new	and	senior	employees	collaborate	closely.	However,	 learning	activities	can	

be	 constrained	 due	 to	 time	 pressure.	 Furthermore,	 it	 is	 up	 to	 line	 managers	

whether	 they	 take	 initiatives	 to	 enhance	 learning.	 Some	 of	 them	will	 do	 this,	

many	do	not.	

7. Assessment-as-Learning:	 Learning	 at	 Scientor	 is	 seen	 as	 an	 employee’s	

responsibility.	 According	 to	 the	 stakeholders,	 managers	 provide	 guidance	

regarding	learning	needs.	Discussions	about	the	employee’s	learning	process	is	

not	 seen	 as	 line	manager’s	 responsibility.	 Due	 to	 the	 high	 priority	 of	 projects,	

feedback	 is	 mostly	 given	 regarding	 job	 performance.	 Thus,	 assessment	 of	

process	and	products	is	mostly	used	for	measuring	performance,	while	it	could	

also	be	used	as	a	learning	event.	

	

After	analysing	the	current	situation,	recommendations	on	how	to	foster	the	impact	of	

learning	are	given.		
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1.	Introduction	

Every	 year	 billions	 of	 euro’s	 are	 spent	 on	 training	 and	 development	 programs	 for	

employees	 in	 organisations.	However,	what	 happens	 after	 the	 training	 is	most	 of	 the	

time	 out	 of	 scope	 for	 many	 organisations.	 This	 poses	 a	 challenge	 to	 companies,	

especially	 those	who	 operate	 in	 the	 technological	 sector.	 The	 technology	 sector,	 like	

any	 other	 sector,	 nowadays	 is	 constantly	 changing	 at	 a	 high	 pace.	 Changes	 are	

inevitable	 and	 consequently,	 learning	 plays	 a	 crucial	 role	 there	 as	 knowledge	 is	

becoming	obsolete	quickly.	 In	order	to	keep	skills	and	knowledge	up-to-date	 learning	

has	to	take	place	throughout	the	entire	career	of	people.		However,	the	core	question	is:	

does	 the	 investment	 in	 Learning	 and	Development	 result	 in	 impactful	 learning?	Only	

then,	 we	 can	 expect	 that	 supporting	 learning	 and	 development	 of	 employees	 is	 an	

example	 of	 a	 human	 resource	 intervention	 that	 contributes	 to	 the	 competitive	

advantage	of	an	organisation	(Bartlett,	2001).		This	is	the	context	in	which	Scientor	NV	

is	operating	and	the	challenges	the	company	is	facing.		

	

1.1.	Company	background	

Scientor	N.V.	is	producing	systems	and	technical	supplies	for	the	airline	industry,	parcel	

and	 post	 solutions	 for	 their	 customers	 worldwide.	 The	 systems	 are	 being	 used	 in	

airports	 all	 over	 the	world,	 by	 the	 biggest	 parcel	 and	 postal	 companies,	 and	 leading	

European	e-commerce	firms.	Furthermore,	Scientor	N.V.	is	a	global	market	leader	with	

a	yearly	turnover	of	about	4	billion	euros.	Worldwide,	Scientor	N.V.	employs	more	than	

3.150	employees	in	various	functions.	The	number	of	employees	is	increasing	steadily.	

Offices	and	customer	centres,	software	houses,	and	manufacturing	sites	are	located	in	

16	countries	around	the	globe.		

As	a	technical	company	Scientor	N.V.	is	facing	fierce	international	competition	in	

the		high-tech	market.	There	is	a	great	need	for	innovation	to	stay	ahead	of	competition.	

Therefore,	 learning	 activities	 within	 Scientor	 N.V.	 play	 a	 crucial	 role.	 The	 Scientor		

Academy,	 hereinafter	 Academy,	 which	 was	 established	 in	 2008	 is	 the	 responsible	

department	 for	training	the	employees	and	facilitating	 learning	 in	all	global	divisions.	

In	 total,	 eight	 employees	 take	 care	 of	 the	 learning	 needs	 within	 Scientor	 N.V..	 The	

Academy	 offers	 a	 wide	 range	 of	 learning	 activities	 ranging	 from	 soft	 skills	 such	 as	

communication	 skills	 to	hard	 skills	which	are	 technical	 trainings.	 In	order	 to	provide	
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specialised	learning	activities	the	Academy	works	together	with	external	partners	who	

have	 specific	 knowledge	 on	 certain	 topics.	 Also	 learning	 activities	 are	 coached	 by	

employees	of	the	Academy.	Furthermore,	the	Academy	trains	Scientor	N.V.	employees	

to	become	internal	trainers	.			

1.2.	Scientor’s	problem		

Currently,	for	Scientor	N.V.	the	bottleneck	in	their	growth	is	to	ensure	that	new	people	

are	efficient	in	their	daily	work	a	short	period	of	time	after	their	initial	training.	Many	

companies	 aim	 at	 a	 high	 impact	 of	 their	 learning	 interventions	 such	 as	 trainings.	

However,	the	focus	on	the	process	after	a	training	is	minimal	and	transferring	the	new	

knowledge	 to	 the	 work	 environment	 is	 usually	 not	 taken	 into	 consideration.	 The	

Academy	has	 acknowledged	 this	 as	well	 and	 sees	 room	 for	 improvement	 concerning	

the	transfer	of	learning	and	therefore	the	impact	of	the	learning	activities	it	provides.	If	

the	Academy	 improves	 the	 impact	of	 their	Learning	and	Development	offer,	 they	 can	

improve	 their	 support	 to	 Scientor	 N.V.’s	 rapid	 pace	 of	 growth.	 Scientor	 Academy	

realized	that	one	way	to	achieve	higher	impact	of	their	Learning	and	Development	offer	

is	implementing	the	HILL	model.		

	More	concretely,	in	order	to	make	sure	that	the	learning	interventions	of	the	Academy	

have	a	high	impact,		the	learners	need	to	be	able	to	transfer	what	has	been	learned	to	

the	workplace.	To	facilitate	this	learning	transfer,	the	insights	on	high	impact	learning	

are	seen	as	helpful.		

	

2.	Case	analysis		

The	core	question	of	this	case	analysis	is:		

What	actions	can	the	Academy	undertake	to	foster	transfer	of	learning,	based	on	the	High	

Impact	Learning	that	Lasts	(HILL)	approach?	

	

In	order	to	answer	this	core	question,	two	subquestions	are	tackled:	

1. What	is	the	current	situation	within	Scientor	N.V.	when	it	is	analysed	according	

to	the	HILL	approach?	

2. What	 are	 short	 and	 long	 term	 recommendations	 for	 the	 Academy	 in	 order	 to	

achieve	high	impact	learning	that	lasts?	
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2.1	Question	1:	Where	do	we	stand	now?	How	HILL	proof	are	we?	

In	order	to	answer	this	question,	individual	interviews	and	four	focus	group	interviews	

were	conducted		with	the	HR	director,	the	Talent	Development	department,	employees,	

trainers,	line	managers	and	HR	managers..		

	

	

	 Block	1:	Urgency,	gap,	problem	

Three	ways	were	identified	how	a	sense	of	urgency	can	evolve	at	Scientor	N.V..		

Firstly,	the	sense	of	urgency	most	often	arises	during	the	start	of	a	project.	In	this	phase	

a	lack	of	knowledge	and/or	skills	is	identified.	Adequate	skills	and	knowledge	are	seen	

as	a	prerequisite	for	the	success	of	the	project	and	are	facilitated	by	learning	activities.	

However,	 employees	and	 trainers	both	noted	 that	 sometimes	 trainings	on	hard	 skills	

are	 not	 provided	 in	 time.	 For	 example,	 an	 employee	 noted	 that	 he	 or	 she	 needed	 a	

training	urgently	but	it	could	not	be	provided	at	that	time.	When	it	was	possible	to	join	

the	 training	 it	was	 not	 needed	 any	 longer	 as	 the	 employee	 had	 already	 acquired	 the	

skills	somewhere	else.	The	trainers	also	noted	that	in	some	cases	people	have	been	on	a	

waiting	list	for	two	years.	This	could	lead	to	a	situation	that	the	employee	does	not	need	

the	training	anymore	because	skills	are	acquired	in	another	way.	This	problem	is	most	

eminent	 for	 the	 technical	 or	 hard	 skills	 trainings	 and	 the	 introductory	 trainings.	 For	

soft	 skills	 trainings	 this	 is	 less	 of	 a	 problem	 as	 they	 are	 less	 time-bound,	 employees	

think.	

Secondly,	employees	sometimes	identify	a	general	gap	in	their	knowledge	or	behaviour	

that	 is	 not	 bounded	 to	 a	 specific	 task.	 This	 is	 usually	 with	 regards	 to	 personal	

development.	A	manager	could	help	to	identify	gaps	by	discussing	the	performance	of	

an	employee;	however,	at	Scientor	N.V.	they	mainly	help	employees	to	identify	learning	

needs	when	they	underperform	or	only	address	the	high	performers.	For	instance,	one	

participant	of	the	HR	focus	group	stated:	“it	is	only	for	the	talents	or	the	guys	who	need	

the	attention,	positive	or	negative”.		

Lastly,	 a	 sense	of	urgency	arises	 from	 the	 strategy	and	 the	vision	of	 Scientor	N.V..	As	

Scientor	N.V.	wants	to	become	a	market	leader	and	grow	fast	in	a	short	period	of	time	
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the	employees	feel	it	is	important	to	keep	their	knowledge	up-to-date.	As	the	high	tech	

industry	is	highly	complex,	competitive	and	fast-moving,	Scientor	N.V.	is	dependent	on	

a	quick	integration	of	new	employees	and	continuous	learning	of	current	employees.	All	

stakeholders	 seem	 to	 acknowledge	 that	 it	 is	 crucial	 for	 newly	 hired	 people	 to	 gain	

knowledge	 and	 skills	 that	 are	 important	 to	 perform	 their	 job	 quickly	 and	 without	

making	too	many	errors.		

In	general,	we	observed	that	employees	in	all	layers	of	the	organisation	value	learning	

and	 see	 its	 importance.	 Nevertheless,	 not	 all	 L&D	 activities	 start	 clearly	 from	 a	

predefined	problem	or	a	clearly	expressed	urgency	by	employees	and	still	trainings	are	

the	utmost	predominant	form	of	L&D	activities.		

Block	2:	 Self-management	and	learner	agency	

	

Overall,	people	at	 Scientor	N.V.	do	 think	 that	 learning	 is	 their	own	responsibility	and	

that	they	have	to	take	initiative	to	learn	themselves,	as	an	employee	stated:	“you	need	to	

be	 proactive,	 yes,	 learn	 yourself”.	 A	 proactive	 attitude	 is	 therefore	 necessary	 to	 learn	

within	Scientor	N.V..	However,	less	proactive	people	might	be	more	reluctant	to	share	

their	 learning	 needs	 and	might	 fall	 behind.	 The	 employees	 proposed	 that	 a	manager	

would	 be	 of	 help	 in	 this	 situation	 to	 initiate	 the	 learning	 process.	 For	 example,	 the	

manager	should	use	a	personal	development	plan	that	stimulates	the	learners	to	think	

about	learning	and	take	actions	themselves.		

The	L&D	activities	and	trainings	in	particular	show	a	very	low	level	of	learner	agency.	

The	 influence	of	 the	 learner	 is	 low	and	choices	 for	employees	within	the	sessions	are	

restricted.	The	general	feeling	is	still	that	they	‘undergo’	a	training,	instead	of	‘steering	

themselves’	the	training	or	L&D	activity.	

	
Block	3:	 Cooperation	and	coaching	

		

During	the	 interviews	and	focus	groups	 it	became	clear	that	most	stakeholders	of	 the	

Academy	 are	 aware	 of	 the	 importance	 of	 collaboration	 and	 social	 interaction	 in	 the	

workplace.	Therefore,	related	programs	such	as	coaching	or	buddy	systems	are	put	in	

place.	The	coaching	system	is	taken	care	of	by	the	Talent	Development	department	that	
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matches	 learners	 and	 coaches	 according	 to	 their	 learning	 needs.	 Coaches	 are	 either	

externally	 hired,	 which	 is	 mostly	 the	 case	 if	 specific	 skills	 or	 knowledge	 are	 not	

available	within	Scientor	N.V.,	or	internally	hired	(e.g.	very	experienced	employees).	In	

addition,	 line	managers	 feel	 that	 they	 take	 on	 a	 coaching	 role;	 however,	 they	 cannot	

coach	 their	 employees	 objectively	 because	 they	 are	 also	 involved	 in	 appraising	 the	

employees.	

Another	way	 collaboration	 and	 social	 interaction	 is	 facilitated	within	 Scientor	

N.V.	is	via	buddy	systems.	Thereby,	learners	are	paired	up	with	other	participants	in	a	

training	 program	or	with	 a	 colleague	 so	 that	 they	 can	 help	 each	 other	 out	 and	 learn	

from	each	other’s	 experiences.	The	pairing	up	between	 learner	and	participant	 could	

happen	formally	as	part	of	a	training	program	or	informally	at	the	workplace.	However,	

the	HR	focus	group	revealed	that	the	use	of	any	coaching	or	buddy	systems	depends	on	

the	initiative	of	an	individual.	First,	learners	have	to	know	of	its	existence	and	secondly,	

they	have	to	want	to	take	part	in	it.		

Furthermore,	 line	 managers	 take	 on	 a	 supporting	 role	 when	 it	 comes	 to	 the	

learning	 process	 of	 their	 employees.	 However,	 the	 focus	 groups	 revealed	 that	 line	

managers	 consider	 their	 responsibility	mainly	 before	 the	 start	 of	 a	 training,	 and	 less	

during	 and	 after	 trainings.	 In	 contrast,	 the	 Talent	 Development	 department	 sees	 the	

line	managers’	involvement	as	important	in	all	stages	–	namely,	before,	during	and	after	

trainings.	Interestingly,	it	seems	that	the	employees	generally	view	their	line	managers	

as	crucial	 for	 their	personal	 long-term	development	while	 they	perceive	 their	project	

leaders	 as	more	 important	 for	 their	 functional	 development.	However,	 involving	 line	

managers	seems	to	be	challenging,	but	needed	in	practice	as	time	constraints	and	a	lack	

of	close	cooperation	between	line	management	and	the	Academy	are	present.		

Finally,	 within	 the	 current	 L&D	 activities	 which	 are	 	 predominantly	 classical	

trainings,	 the	 level	of	cooperation	and	small	group	work/learning	is	very	 low	or	even	

non-existent.		
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Block	4:	Hybrid	learning	

	

As	 Scientor	 N.V.	 uses	 a	 combination	 of	 methods	 and	 of	 e-learning	 and	 classroom	

learning,	their	design	can	be	defined	as	blended.		

Within	 the	 focus	 groups	 it	 became	 apparent	 that	 HR	 has	 the	 feeling	 that	 many	

employees	do	not	know	about	Scientor	N.V.’s	e-learning	possibilities	and	 the	 internal	

wikipedia	system.	Moreover,	the	learners	would	appreciate	to	use	e-learning	more,	for	

instance	when	dealing	with	cross-national	 learning	 issues.	Often	 training	participants	

from	 outside	 the	 country	 do	 not	 come	 back	 to	 the	 headquarters	 for	 follow-ups	 and	

other	 events.	 In	 this	 respect,	 both	 the	 employees	 and	 trainers	 felt	 that	 the	 Academy	

could	 increase	 the	 usage	 of	 e-learning	 when	 developing	 trainings	 as	 one	 of	 the	

employees	illustrated:	“keeping	internationalisation	in	mind	e-learning	is	very	valuable”.		

In	 sum,	 hybrid	 learning,	 being	 a	 well-thought	 balance	 between	 online	 and	 offline	

learning,	is	not	yet	in	place	and	is	still	to	be	worked	on	in	order	to	increase	impact	and	

time-eficiency	for	the	future.	

	

Block	5:	Action	and	knowledge	sharing	

	

Employees	 noted	 that	 trainings	 are	 generally	 not	 useful.	 Knowledge	 sharing	

happens	during	most	trainings	between	the	participants	and	the	trainer,	less	obviously	

among	 participants,	 and	 hardly	 before	 or	 after	 the	 sessions.	 Employees	 closely	

cooperate	 on	 the	 job	 and	 therefore	 argue	 to	 communicate	 and	 share	 knowledge	 to	

some	extent.		

Further,	 in	technical	trainings,	employees	feel	that	the	information	given	is	not	

very	specific	to	their	job.	The	trainers	also	acknowledged	that	trainings	are	sometimes	

too	general	and	give	no	room	for	actively	practising	 the	skills	needed	daily.	Although	

employees	are	aware	that	a	 training	cannot	be	tailored	to	everyone	 individually,	 they	

would	be	interested	to	have	practical	cases	or	simulations	incorporated	in	the	trainings	

that	 reflect	 their	 daily	 tasks	 on	 the	 job	 and	 where	 they	 can	 practice	 together.	 This	
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would	 make	 it	 easier	 for	 them	 to	 apply	 the	 new	 knowledge	 after	 the	 training.	 In	

addition,	 they	would	 like	 to	 get	 the	 opportunity	 to	 ask	 questions	 to	 their	 colleagues	

who	 have	 participated	 in	 the	 training	 as	 well	 as	 the	 trainer	 when	 they	 apply	 the	

knowledge	and	skills	in	practice	after	the	training.		

	

Block	6:	Flexibility:	formal	and	informal	

The	 focus	groups	described	 the	organisational	mindset	 towards	 learning	as	open	and	

that	 people	 are	 eager	 to	 learn.	 Colleagues	 on	 the	 work	 floor	 help	 each	 other	 when	

necessary	 and	 new	 employees	 closely	 collaborate	 with	 more	 senior	 employees	 who	

sometimes	act	as	a	coach	or	mentor.	However,	time	can	be	an	issue	with	regards	to	on	

the	job	learning.	Often,	especially	during	a	project,		there	is	no	time	for	experimentation	

and	 learning,.	 Some	managers	do	 schedule	meetings	 for	discussion,	 brainstorming	or	

feedback	but	this	is	not	implemented	by	everyone.	Thus,	in	general	the	organisation	is	

open	 for	 learning	 formally	 as	 well	 as	 informally,	 but	 a	 lack	 of	 time	 or	 the	 focus	 on	

deadlines	can	hinder	the	ability	to	learn	on	the	job.		

Moreover,	more	boundary-crossing	 is	needed	to	enhance	 learning	 from	each	other	as	

part	 of	 the	 daily	 work.	 Composing	 task	 or	 project-related	 groups	 of	 experienced	

workers	 and	 newcomers,	 groups	 of	 participants	 with	 different	 backgrounds	 and	

disciplinary	competences,	would	enhance	 informal	 learning	opportunities	and	 in	 turn	

optimize	work	efficiency	and	effectiveness.	

	

Block	7:	Assessment	as	Learning	

		

Learning	 at	 Scientor	 is	 mainly	 seen	 as	 employees’	 responsibility.	 Most	 stakeholders	

perceive	it	as	the	line	manager’s	responsibility	to	ensure	transfer	of	the	acquired	skills	

and	 knowledge	 and	 remind	 employees	 after	 trainings	 of	 what	 they	 have	 learned.	

However,	the	line	managers	themselves	do	not	see	this	as	their	responsibility.	Because	

of	 the	 high	 priority	 of	 projects,	 feedback	 is	mostly	 given	 regarding	 job	 performance.	

This	happens	twice	a	year	with	an	 individual	evaluation	and	appraisal	meeting.	Thus,	

assessment	 is	 currently	 used	 for	 measuring	 performance	 rather	 than	 using	 it	 as	 a	



 

 10 

learning	 moment	 or	 trying	 to	 measure	 what	 was	 learned	 from	 specific	 learning	

activities,	and	thus	stimulate	follow	up	and	transfer.		

Giving	 feedback	 more	 regularly	 only	 happens	 on	 the	 initiative	 of	 the	 line	 manager.	

Therefore,	it	is	not	at	all	consistently	present	in	the	entire	organisation.		

In	 this	 respect,	 in	order	 to	bridge	 the	gap	between	 learning	and	application	at	

the	workplace,	 the	employees	 indicate	they	 like	to	practice	and	reflect	much	more	on	

the	 skills	 they	 learned	 during	 trainings.	 Some	 employees	 referred	 to	 the	 Pit-Stop	

follow-up	as	a	good	example.	However,	 they	 felt	 that	 for	many	 trainings,	 reflection	 is	

missing.	 They	 differentiated	 between	 soft	 skills	 training	 and	 hard	 skills	 training	

interventions.	 When	 it	 comes	 to	 soft	 skills	 they	 appreciate	 moments	 of	 interactions	

with	others,	possibilities	 to	 reflect	on	what	was	 learned,	and	 follow-up	meetings	 that	

should	 take	 place	 within	 half	 a	 year	 after	 the	 training.	 With	 regard	 to	 hard	 skills	

trainings	 the	 employees	 like	 to	 do	 practical	 assignments	 so	 that	 additional	 or	 more	

specific	 knowledge	 can	 be	 gained.	 Additionally,	 they	 would	 like	 follow-up	 sessions	

shortly	after	the	trainings	so	that	knowledge	is	not	forgotten	and	they	are	able	to	ask	

questions	that	evolved	on	the	job.			

During	the	interviews	it	also	became	apparent	that	making	mistakes	is	generally	

accepted	 at	 Scientor.	 It	 seems	 that	 on	 an	 individual	 level	 people	 learn	 from	 their	

mistakes	and	know	how	to	deal	with	them.	It	should	be	noted	that	in	the	interviews	we	

conducted	 we	 only	 spoke	 to	 people	 with	 the	 same	 nationality.	 Some	 stakeholders	

stated	that	they	know	that	making	mistakes	might	be	perceived	differently	by	workers	

from	other	nationalities.	For	example,	Asian	workers	do	consider	asking	questions	or	

admitting	mistakes	as	a	sign	of	incompetence.	This	makes	it	more	difficult	to	learn	from	

mistakes	and	inhibits	the	learning	process.	Additionally,	some	stakeholders	noted	that	

compared	to	individuals,	the	organisation	as	a	whole	does	not	learn	from	mistakes	very	

well.	 It	 was	 explained	 that	 the	 lessons	 learned	 from	 mistakes	 in	 one	 country	 are	

currently	not	shared	throughout	the	entire	organisation.	This	leads	to	the	occurrence	of	

similar	 mistakes	 in	 other	 countries	 which	 is	 costly	 and	 inefficient.	 Overall	 this	 is	 a	

challenge	on	a	global	scale	for	Scientor	and	the	Academy.	
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4.	Summary	of	HILL	Analysis	

As	a	summary	of	the	current	state-of-the	art	of	HILL	at	Scientor,	a	visual	indication	of	

the	current	situation	regarding	the	HILL	approach	is	shown	in	Figure	5.	It	is	based	on	

our	 interpretation	 of	 the	 findings	 that	 were	 described	 in	 the	 previous	 chapter.	 The	

colors	 indicate	how	well	on	 track	 the	current	situation	 is	 for	each	building	block	and	

how	much	room	for	growth	there	still	is.	We	advise	to	gradually	optimize	the	Learning	

and	 Development	 practices,	 by	 first	 focusing	 on	 the	 building	 blocks	 that	 need	 most	

improvement.	 In	addition,	Scientor	should	continue	building	on	the	foundation	that	 is	

already	 there	 and	 adjust,	 optimise	 and	 put	 emphasis	 on	 the	 right	 components	 to	

strengthen	the	impact.	Therefore,	our	short-term	recommendations	elaborated	upon	in	

the	next	section,	are	focused	on	the	building	blocks	that	currently	show	most	potential	

for	growth.	In	figure	5,	the	colours	indicate	how	HILL	proof	Scientor	is	right	now.	The	

green	colour	 indicates	 that	 the	current	situation	needs	 least	attention,	 .	however	 	 the	

Academy	should	continue	working	on	this	to	maintain	it	and	to	avoid	deterioration.	The	

red	 colour	 indicates	 high	 importance	 of	 the	 specific	 building	 block	 to	 work	 on.	 The	

orange	 colour	 shows	which	building	blocks	need	attention	 in	 the	near	 future	but	 are	

less	urgent	then	the	red	coloured	building	blocks.the	situation		

.		

When	looking	at	the	current	situation	from	a	HILL	perspective	it	becomes	clear	

that	Scientor	N.V.	is	already	doing	a	reasonable	job	on	few	of	the	building	blocks	while	

many	others	still	have	a	lot	of	potential	for	improvement.	The	first	building	block,	sense	

of	 urgency,	 is	 payed	 some	 attention	 to	 within	 Scientor.	 The	 third,	 fourth,	 fifth	 and	

seventh	 building	 blocks	 need	much	more	 attention.	 Also	 building	 blocks	 two	 and	 six	

also	have	still	room	for	improvement.	However,	focusing	on	building	block	three,	four,	

five	 and	 seven	has	more	 short	 term	potential	 for	 improvement.	Therefore,	 the	 short-

term	actions	are	based	on	these	four	building	blocks.		
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Figure	1:	Degree	 to	which	 the	 individual	HILL	building	blocks	are	 implemented	by	

Scientor	
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