THE 6 KEY
TRENDS IN LEARNING AND DEVELOPMENT

SUMMARY
It’s no secret that Learning and Development plays a vital role in engaging employees, attracting
and retaining talent, and nurturing leadership. In fact, L+D Departments are often the driving
force in initiating their companies’ competitive edge.
However, there have been some big shifts in the evolution of learning strategies worldwide, and
here, we reveal the key trends that will impact the ability of business leaders to successfully guide
their organisations to success.
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THE 6 KEY TRENDS
IN LEARNING AND
DEVELOPMENT
One of the biggest challenges that current
Learning and Development departments
face at the moment is that workforce
demographics are changing rapidly and that
learning approaches are becoming less and
less relevant and engaging. In a recent study
‘Workforce 2020’ by Oxford Economics, which
surveyed employees in 27 countries, statistics
reveal that the organisations of the future
will be the most diverse the world has ever
seen, comprising of multiple generations with
different skills, habits and motivations. While

that companies are becoming increasingly
ill-equipped to truly understand their
employees and provide effective learning
strategies.

SO, HOW DOES OUR EMERGING
WORKFORCE REALLY FUNCTION?
The emerging workforce possesses skillsets
and motivations that are more complex than
ever before, but behavioral economist Dan
Ariely states, “We really have this incredibly
simplistic view of why people work and what
the labor market looks like.” Ariely believes
that humans are not just driven by monetary
rewards, but by a range of factors such as
meaning, ownership, challenge, pride and
identity.

the workforce will indeed be diverse, Deloitte’s

‘2015 Millennial Survey’ suggests that one

particular group will account for 75% of
the workforce in 2025: Millennials.

In his book Drive: The Surprising Truth About
What Motivates Us, influential management
thinker Daniel H. Pink strengthens Ariely’s
arguments, suggesting our workforce now has
the drive to learn, create and better the world;
he also believes people respond positively to
having these qualities nurtured.

It’s an exciting time, but at the moment,
Learning & Development (L&D) departments
are struggling to provide the resources and
tools to cope with these changing dynamics.

Millennial career expert Andy Poswolsky
says this demographic “will work hard when
you get serious about investing in their skills

The ‘Workforce 2020’ study reveals that only

41% of employees say their company
offers them opportunities to expand their
skill sets, and worse, 34% of executives
agree that their leaders are prepared to
lead a diverse workforce. This demonstrates

development. Young

talent wants the
opportunity to learn from someone with
expertise; they want that on-the-ground
experience to happen today, not
tomorrow—and certainly not in five years.”
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The good news is that, according to Deloitte’s Human Capital Global Trends Report, more than
eight in 10 executives (over 84%) in the survey view learning as an important (40%) or very
important (44%) issue facing their companies.

However, while these figures are promising,
the ‘Workforce 2020’ report suggests that
many companies lack the structure, strategy,
culture, solutions and resources to manage
employees effectively.

major changes in learning and development
have “accelerated to warp speed over the
past year.”
These changes are shaping the way companies
need to grow in order to foster the skills that
their people need, and it’s critical that every
company understands the Learning and
Development trends that high-performing
businesses are embracing to gain that
all-important competitive edge.

Likewise, the Human Capital Global Trends
Report finds that “many learning and
development organisations are still struggling
with internally focused and outdated platforms
and static learning approaches,” and that the
challenge for many business leaders is that
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WHAT ARE THE 6 KEY TRENDS IN LEARNING
AND DEVELOPMENT IN THE FUTURE?

1

course, their own self-development.

Development should be
a continuous process,
not a series of isolated events
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In the past, many companies have provided
isolated or, at best, semi-regular training
opportunities; induction, sales and systems
coaching, and customer service sessions.
However,
research
demonstrates
that
employees at all levels now expect and enjoy
a dynamic, continuous learning environment
from their employers.

Technology needs to be
embraced vigorously

Now is the time to embrace innovation and
implement technology to deliver engaging,
learner-focused training. Successful business
leaders are introducing targeted, focused,
thoughtful and contextual learning through
experiential gamification, scenario-based
design, bite-sized learning modules and
video content; these are being delivered on
devices such as laptops and smartphones, so
employees have greater flexibility to access
their learning on-the-go or when it suits them.

British learning and development expert Nigel

Paine says, “The biggest mistake, without

any shadow of a doubt, is that we see

leadership development as an event not
a process. We put people through events,
but the impact and the behaviour change is
minimal because there’s no follow through or
commitment.”

However, the ‘Workforce 2020’ report states
that while 46% of Australian employees

get

sufficient

training

on

workplace

technology, only 26% get access to the
latest technology or innovative learning

strategies. As a result, Nigel Paine says, “I
really want L&D to start to live technology
and not see it as an afterthought. I know it
sounds pathetic to say this in 2016, but I still
don’t get the feeling that there’s technology
running through learning in a way that isn’t
just eLearning. We need to see technology
that empowers knowledge transfer and
acquisition, that is focused on the user and
that is about performance enhancement at the
moment of need.”

As a result, training departments need to
dedicate resources, align corporate culture
and provide multiple learning pathways, both
internal and external, that support continuous
learning. When L&D departments shift from
developing rigid content roll-outs to an
approach that considers the hour-by-hour,
day-by-day and month-by-month experience
of the learner, this will create significantly
higher engagement and purpose, resulting in
a community of employees who are actively
invested the vision of their company, and of
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Technology - along with the wealth of internal
and external resources - needs to be used
to deliver dynamic and self-directed learning
opportunities for the unique needs of each
employee. L&D departments embracing this
new approach “see their role as not simply to
push out content they have developed, but
to enable employees to access content from
a wide range of internal and external sources
to create individual learning programs.”
Likewise, employees “need to be viewed
as customers to be satisfied, rather than as
students to be pressured into traditional
learning classrooms.”

Learning needs to be
delivered rapidly

Companies that are embracing technology
also must have measures in place to deal with
the rapid-fire speed of technological change.
Innovation expert Sven Denecken believes

organisations must possess the “flexibility
to react quickly, scale up or down,
and deliver technology to a dispersed
workforce. They need a blueprint to move to
the cloud so innovation can be applied fast,
with easier access to information and services,
at lower costs.”

Relinquishing
control
and
abandoning
traditional learning strategies may be
challenging at first, but business leaders who
are allowing employees to ‘learn how to learn’
are now seeing the results of this exciting new
shift.

More than $3 billion was invested in new
learning and educational start-ups in the first
six months of 2015 alone, which demonstrates
that there is so much new technology
for companies to embrace. Likewise, this
increased focus on developing learning
strategies that are able to keep up with the
fast pace of technological change is now a
priority for some high-achieving companies,
and businesses who aren’t able to deliver will
lag behind.
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Learning analytics need
to be used effectively

The ‘Workforce 2020’ report states that
just 33% of Australian executives say they
use quantifiable metrics for workforce
development, while only 32% of Australian
executives say they know how to extract
meaningful insights from data.
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Employees, not
employers, are now
in charge of learning

These figures are worrying, because a lack of
metrics and tools prevents L&D departments
from
comprehensively
understanding
employees’ strengths and weaknesses, and
also from developing innovative learning
strategies.

Some L&D developments may find this a
challenging and confronting development,
but now more than ever, employees should be
front and centre of the learning process. The
Global Human Capital Trends report suggests
that learning departments are shifting from
“education providers to content curators and
experience facilitators, turning learning and
development into a self-driven pursuit.”

With the rapid shifts in technology, obtaining
analytics should be much more streamlined,
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but this is not the case. Nigel Paine says,

demographic: themselves. Nigel Paine says,
“I want the L&D community to see their
own development as being as important as
the development of everyone else in their
organisation, but there’s not a lot of evidence
that this is happening. People find it very
hard to spend some of the learning resources
on themselves and that means they won’t
improve or challenge each other, and they will
find it more difficult to innovate and transform
their operation. So I would make a plea to
L&D: you are entitled to development, don’t
be embarrassed about doing it!”

“The crucial point is that every organisation

is drowning in data and trying to work
out how they can use it to understand
their customers, market, production,
development and service. The notion that
L&D somehow shrugs that off and declares
that the LMS doesn’t really deliver much
data, is utter nonsense! L&D has to wake
up and realise that the richness of the data
that surrounds organisations is valuable for
learning.”
So, while the data exists, many business leaders
simply don’t know how to use it. But, business
leaders who take the time to truly extract
and understand meaningful analytics can gain
sophisticated insights into how employees are
progressing individually and collectively, and
ultimately improve learning strategies.
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If L&D are not taking the time to invest in their
very own learning and development, how
will they be able to help embrace the tools
required to help their organisations reach their
full potential, and demonstrate leadership in
motivating their people to success?

L&D should be
learning too

While we’ve seen an increase in technology
advancement and in self-directed learning
for employees, research suggests that
L&D departments are ignoring one key
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SUMMARY
There are some truly exciting shifts and trends in Learning and Development.
Companies that are welcoming new technologies and innovative solutions, using data intelligently,
nurturing employees’ sense of mastery and purpose, and allowing their people to experience
the richness of continuous learning are pro-actively adapting to a fast-paced, always-evolving
corporate landscape.
Ultimately, businesses that are embracing this change are becoming more competitive, more
aligned to a common purpose, and increasingly more successful.
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