Knowledge is power
On the other hand, social media approaches
have been stunningly successful in the
private lives of employees. We saw a market
opportunity aligning a social media approach
with the objectives of the organisation.
What are the main issues in today’s
workplaces that prevent successful
innovation and the distribution of new ideas?
The workplace is not seen as place of learning.
Individual learning is not seen as connected
to outcomes. This misconception prevents
organisations from adopting their employees’
valuable creative ideas. Organisations need
to empower individuals and actively facilitate
the incorporation of employees’ ideas into a
coherent system.
What is the MATURE project?
MATURE provides methods and online services
which give organisations tools to enhance their
success. We bolster our clients’ knowledge
maturing processes, thus enabling them to
provide better products or services. ‘Knowledge
maturing’ is a new approach to learning. It is
the collective development of knowledge in
pursuit of a shared goal within and between
organisations.
Individual learning processes are not in isolation.
When an individual is in the process of learning,
it impacts the next learning process for the
individual, the organisation and the industry.
Knowledge solidifies from vague ideas to
concrete standards, thus forming a chain of
knowledge maturation.
Can you expand on the concept of knowledge
maturing?
Knowledge maturing exposes barriers and
shows how to remove them. It is based on the
assumption that learning is inherently social
and collaborative, in which individual learning
processes are interdependent and dynamically
interlinked with each other: the output of one
learning process is input to the next.
What encouraged you to launch this project?
We observed that organisations’ initiatives to
support learning fail to live up to expectations.

What do you believe are the reasons for the
failure of technology-enhanced learning in
organisations?
We believe organisations have failed to
understand the complex and social nature
of knowledge. Many organisations base
their knowledge development programmes
on simplistic views of learning. The general
perception seems to be that knowledge will
be disseminated effectively by simply making
documents available to a large audience. We
believe this approach only works within limited
bounds, and does not address the need for
knowledge and learning.
Organisations shouldn’t underestimate the
empowerment of the individual in terms of
individual experience, competence and social
relatedness.
What methods do you use to implement your
ideas?
We employ multiple methods across the
different levels of an organisation. The majority
of our tools and services are open source. The
system is specially developed for easily mashing
up and integrating independent software.
Partners from the MATURE consortium are
offering development and consulting services.
This extends to organisations using the tools
directly and to technology providers integrating
our tools and services into their own products.
One such example is the SOBOLEO framework,

which is based on social semantic book-marking.
It uses tags to create user-friendly informationsharing on people and resources to develop a
shared taxonomy.

MATURE

MATURE brings a new perspective to knowledge development in the workplace. Professor Dr
Andreas Schmidt explains how the initiative scrutinises employees’ activities, exposes barriers
and provides the tools to break them down – a bold undertaking for just one project

We have honed our service based on the results
of our research and practical experience both
within and beyond the MATURE project. Our
knowledge maturing model has been released
with an emphasis on easy access. We have an
international network of consultants and trainers,
which can provide services ranging from analysing
problems, to proposing and implementing
solutions, to facilitating strategies for the longterm development of knowledge maturing.
In what areas would you say the project has
been most successful?
The project has successfully developed a sound
conceptual model. It was built both from
thorough empirical investigations and design
activities with close involvement of external
partners from the outset. This has included
extensive European studies, trials and interviews.
We have been able to gather rich narratives and
meaningful quantitative data.
Will you be expanding your current research
parameters?
Future research will focus on peer production in
SME networks and new approaches to informal
learning. The use of the knowledge maturing
indicators links to the field of Learning Analytics,
which is currently limited to formal learning
environments, such as schools and universities.
What does the future have in store for the
project?
We are involving the scientific community in the
dissemination of our results, with publication
in reputable journals, for instance. We want to
establish our knowledge maturing model as
a new major player in the field of knowledge
management.
Most importantly, with our successfully
established network of consultants and software
companies, we are offering various services to
companies to help improve their knowledge
maturing processes, ranging from a hosted cloud
offering to specialised training and consultancy.
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Cultivating learning in the workplace
An interdisciplinary team has an elaborate plan for dragging the business sector into the age of social
networking. The MATURE consortium believes the key to success for an organisation hinges upon sharing
knowledge and learning between employees in the industry, thus fostering a culture of creativity
THE MATURE PROJECT has established services
which involve a process known as ‘knowledge
maturing’. In a commercial setting, this refers to
the ongoing education of individual employees
for the ultimate benefit of an organisation and
an industry as a whole. Andreas Schmidt, who is
leading the initiative, explains: “The focus is on
the informal side of work-integrated learning.
The objective of the system is to support a
higher quality of knowledge at work”.
MATURE places major emphasis on the
importance of individual employees. As
each person is different, every employee can
contribute value in a different way, provided
they are given the right platform to work from.
This business philosophy is the foundation for
the MATURE model. The concept encourages
managers to value trust over control of
employees, fostering an office environment that
rewards creativity, sharing and learning.
The prototype keeps organisations updated
through communicative digital resources.
Information can be entered online at any time
from any level in the organisation or industry.
This knowledge can then be annotated, refined,
assessed and verified by any individual with the
requisite knowledge. In this way, organisations
benefit from the full capacity of their employees.
Schmidt explains the thinking behind the project:
“The effective learning and development of
innovative ideas across an industry is a social
process. Organisations and networks need to
put concerted effort into building relationships;
this will facilitate professional development
of the individual, organisation and industry.
There needs to be a combination of formal and
informal to learning”.
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MOTIVATING EMPLOYEES
The MATURE project targets an identified need
in the market for breaking down unhelpful,
entrenched attitudes across all levels of the
organisational hierarchy.
Motivating employees to willingly participate
in knowledge maturing activities is a complex
issue. While Schmidt acknowledges there is no
‘cookbook recipe’ for turning out motivated
employees, MATURE has developed an
analytical framework to diagnose these issues.
Research indicates that organisations usually
rely on top-down instruments to motivate
employees, such as monetary incentives that
provide a fillip for only a very short amount
of time. The MATURE ideology is based on
the principle that for technology to improve
productivity, it needs to be accepted by its
employees.
MATURE conducted extensive interviews,
revealing that employees’ poor motivation
for increasing their own knowledge was due
largely to a ‘lack of time’. Schmidt reflects that
within the framework of the MATURE approach,
this justification translated into “other things
have a higher priority”. The point is illustrated
in a response from one interviewee who
commented: “I would do it if it was part of my
target agreement. Otherwise not”.
MATURE’s interpretation of its results suggests
that in most cases, organisations’ incentive
systems interfere with knowledge maturing,
because they reward individual performance.
On the other hand, MATURE is based on the
conviction that knowledge maturing is an
inherently social activity. The consortium’s
vision is to provide a service devising strategies
to demolish these barriers to learning. Analysis of
workplace motivators indicates that employees
place priority on actions that contribute to their
competence, control, and social relatedness.
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ATTITUDE BARRIERS AT THE UPPER LEVELS
Research suggests that for many organisations,
reaching learning goals is merely formal
documentation with small focus on practical
changes for the better. One of the project
members explains his perception of this

hindrance: “Employees get certified for
describing things appropriately, but not for
doing things that make sense; if you describe
how you will construct a lifesaver made out of
concrete, you get ISO certification. You may
explain how to produce the right concrete, but
it ultimately does not make sense”.
The best-performing organisations have put
methods in place to expand the knowledge of
their employees, allow communication, and
express ideas and put them to use. They also
ensure everybody is kept up-to-date with new
ideas in the industry.
These organisations are contrasted with the
lower-performing ‘hesitant formalists’, who rate
themselves as performing poorly in terms of
knowledge maturing activities, the employment
of appropriate personnel, communication,
refining practices, and their overall success.
They perceive their strengths to be their
formal record-keeping of activities, restriction
of access, and protection of digital resources.
Another common problem is so-called ‘skilled
incompetence’, whereby employees continue to
carry out the same activities, to the detriment of
long-term professional development.
The weaknesses in the ‘hesitant formalist’
companies illustrate the issues the MATURE
project is combating. Schmidt says that the
feedback from their extensive interviews
indicates that organisations feel that the
knowledge maturing approach has potential
for engaging in discussions about learning,
development and change.
The MATURE R&D team conducted 126
interviews for quantitative analysis. The study
spanned organisations of different sizes, sectors
and knowledge intensities, although focus was
placed on the knowledge-intensive service
sector because these are the obvious industries
to gain from the initiative. Results from the
research suggest that organisations have
unwieldy tools for developing the competencies
of their employees.

SOMETHING TO HOLD ON TO
‘People tagging’ is MATURE’s online system
of applying social-media tools to improve
employee competency. Employees in an industry

INTELLIGENCE

MATURE
can ‘tag’ their colleagues, thus highlighting the
expertise they associate with each other in the
online community. The network can be used to
find others, stay abreast of emerging topics, and
expose the gaps in human resources.
In practice, users conduct online semantic
searches for others in the sector. The realtime search is designed to take into account
synonyms, broader and narrower terms, and tag
the user’s profile frequency and competencies.
The model is designed so that over time the
shared tagging facilitates the creation of
an industry-wide vocabulary for describing
expertise. Once stable, the vocabulary should
evolve into standardised descriptions of
competency.
People tagging has been trialled over several
months by more than 200 employees in the

Results from the research
suggest that organisations have
unwieldy tools for developing the
competency of their employees

career guidance sector in the UK as part of daily
work practice. Feedback was positive; users
appreciated the fast and democratic nature of
the model. Each user can shape the system into
a useful tool for their workplace needs, without
having to wait for the expertise from a developer
or permission from an administrator.
The MATURE business philosophy places an
overriding emphasis on company and industrywide sharing and trust. Therefore the team has
incorporated mechanisms to create protected
spaces. Individuals and teams can thus
collaborate and still protect their information.
Schmidt and the team have a vision for a
delicately balanced, interconnected online
community, which harks back to age-old
ideologies of trust and sharing, but is dressed for
the Internet age in the fashion of the times.

CONTINUOUS SOCIAL LEARNING IN
KNOWLEDGE NETWORKS
OBJECTIVES
The project aims at creating learningrich workplaces that promote knowledge
development on a collective level. It
brings together bottom-up, social mediainspired approaches with new forms of
organisational guidance. MATURE creates
an empirical basis and a sound conceptual
model for knowledge maturing, and
builds a work-integrated Learning and
Maturing Environment, enabling the
individual to engage in maturing activities
and the organisation to analyse and take
up community activities, and to apply
guiding strategies based on reusable
maturing services.
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ANDREAS SCHMIDT has been Professor of
Enterprise Social Media and Mobile Business
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projects in the field of technology-enhanced
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