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Creating a
Digital Approach to

MODERN
LEARNING

Whether to go digital is no longer a strategic question for corporate learning
departments to ponder—it’s a necessity. For several years now, we've been aware
of the changing modern worker and the need for L&D to also change how

to support the evolving employee population. Several years ago, Josh Bersin
introduced the Bersin by Deloitte infographic “Meet the Modern Learner.” In it,
Bersin provides a snapshot of the modern worker profile, illustrating the battle
L&D must engage in to compete for the workers’ time and attention to learning.
As we fast-forward to 2019, much of what we know about the modern learner still
holds true today; thus, the need for a digital approach to learning is not only still
relevant, it’s essential.



The MODERN LEARNER is:

T

Feeling overwhelmed and distracted

In Insights from IMPACT 2018, Josh Bersin shares that the average worker
spends 25% of their time on emails and checks their phone 150 times a
day. Yet, the average time an employee typically dedicates to learning for
work is around 20 minutes a week or ~ 1% (Bersin 2017). This begs the

question, why?

Keen to learn

In the war for talent, it’s worth noting that professional development

is a critically important value proposition and key to attracting and
retaining employees, as it is the #1 top reason why people want to join
an organization ... or leave it (Perring 2018). So, if the modern learner is
keen to learn, why only spend 1% of their time learning?

Seeking timely and personalized content

Today’s modern worker wants relevant information that is available on
the go and in the flow of their schedule. With the advent of mobile
smartphones, content is now timely, personalized, and under the control
of the employee. A significant portion of acquiring critical knowledge at
work can now be done in the very moment it is needed. And, according
to Treion Muller’s 7 Consumer Realities report, in moments of need,

96% of people turn to their phones and search for the answer.

Desiring to learn on demand ... anywhere and anytime
Employees value the ability to find information at work the way they
choose to get it at home—leveraging mobile smartphones and tablets to
gain the knowledge they want, when they want it, and how they want it.
According to an article by James Carson, the average person spends 2

hours a day on their smartphone, which increases to 3 hours for those
18-24 years old.

Preferring learning to be through on-the-job experience
Despite the popularity of mobile smartphones, the modern learner still
places a premium on learning through on-the-job experience (94%)
where they can take knowledge they've gained and apply it real time. This
was the finding in user research conducted by Jane Hart, Director of the
Centre for Modern Workplace Learning and the Founder of the Centre
for Learning & Performance Technologies (C4LPT), one of the world’s
leading websites on learning trends, technologies, and tools. The results
from her research continue to show that, for modern professionals, the
least valued ways to learn at and for work are the traditional workplace
learning activities: classroom training and eLearning (DIDACTICS).

The most valued ways to learn for work are through the experiences

and activities that happen as part of daily work (DOING), interaction
with people (DISCOURSE), and the use of informal web content
(DISCOVERY).
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Modern learners EXPECT
modern learning experiences

Assuming one agrees that the aforementioned attributes of the modern

learner remain relevant today, then it follows that L&D must undergo

its own digital transformation to fully leverage this technology and all

the intriguing current and future disruptors emerging from it, which

will reshape the value proposition of corporate learning for today’s ‘ ‘
employees.

%
In fact, given the speed of this evolving technology, I believe we’ve 5 9 O of
already moved way past the notion of “going digital” to now asking

talent developers
ourselves what is necessary for “being digital.” Being digital from P

an L&D perspective to me means that learning is no longer a single say they spend
event or destination but rather a diverse set of continual educational more of their
experiences from a variety of sources. While there continues to be budget on online

a valuable place for traditional, instructor-led training (ILT), it will

be less the norm as digital online learning platforms support just-in- learning than they

time, bite-size, on-demand learning leveraging Al, machine learning, did 3 years ago.
augmented reality, and other evolving technologies to enhance the
learner experience. _ ’ ’

L&D organizations are increasingly depending on online learning
solutions to appeal to a more diverse, multigenerational workforce.
According to LinkedIn Learning’s 2019 Workplace Learning Report,

59% of talent developers surveyed say they spend more of their budget
on online learning than they did 3 years ago, and 39% say they spend
less on ILT. Online learning platforms can help organizations improve
how they identify, assess, and measure skill gaps and benchmark them
against similar organizations; increase learner engagement; and develop
career frameworks.

Creating a Digital Approach to Modern Learning 3



Digital Learning
TRANSFORMATION

So, if we think we understand the characteristics of the modern learner and the
value this modern worker places on an engaging, modern learning experience, then
all that’s left is to simply build a modern learning environment. Oh, if it were only
that simple! In my experience, the L&D department must overcome significant
hurdles when considering creating a digital approach to learning:

l

Gaining the company’s commitment to digital transformation — The

good news is that many, if not most, organizations are either planning,
experimenting, or executing some form of digital transformation. From an
L&D perspective, that is good news because you don’t have to necessarily
solicit buy-in from the C-suite or major internal stakeholders on the value of
digital. Also, you can and should develop your L&D digital transformation
strategy in complete alignment with the organization’s goals and skill gaps,
supporting the broader company transformation.

The bad news is that L&D is typically seen as a cost center and not intuitively
linked to the realization of a successful corporate digital transformation. In
this case, the first critical step is establishing benchmarks and conducting
voice of the employee surveys and digital transformation skills assessments.
These tools help to better understand what it will take for your company’s
successful digital transformation and the recommended role of L&D
supporting that journey. If done well, this approach will help you overcome
the first and most critical hurdle—securing sponsorship of the CEO and/
or key C-suite stakeholders as well as the senior HR leadership team. They
will discover why a digital transformation for learning is important to the
organization’s overall digital transformation.

Defining digital transformation — When my L&D leadership team and I
first began developing a global digital learning strategy, I randomly asked
colleagues to define what digital transformation meant to them. Interestingly,
for every 10 individuals I polled, regardless of tenure, title, or division, I
would typically receive at least 6 uniquely different answers. Not surprisingly,
for many the answer predominantly centered on technology. This was also
true for many within our L&D department.

l

ma\
& igital
trans-for-ma-tion

The investment in
and development of
new technologies,
mindsets, and
business and
operational models
to improve work
and competitiveness
and deliver new
and relevant value
for customers and
employees in an
ever-evolving
digital economy.
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But no matter how it’s defined, what is most important is that the definition is consistent across the
organization. In an article published by CMS Wire, Noreen Seebacher refers to the definition of digital
transformation that Brian Solis, principal analyst at San Francisco-based Altimeter, a Prophet company, wrote:
“The investment in and development of new technologies, mindsets, and business and operational models to
improve work and competitiveness and deliver new and relevant value for customers and employees in an ever-
evolving digital economy.” I tend to gravitate towards this definition because it speaks to the value proposition
from a business lens yet references the concept of mindset and customer/employee experience that L&D can
help foster.

Next, and perhaps most critical in creating a digital learning approach, is working closely with internal business
stakeholders, IT, the Legal department, and HR. Collaborating with stakeholders leads to identifying the
competencies required and infrastructure needed to help support the organization’s digital transformation and
the specific role L&D can play in this process.

Embracing the shift in culture and mindset — Having a common definition is a helpful start, but to fully
begin the transformation, you have to embrace the need for cultural change and shift in mindset to move from
the notion of “going” digital and “doing” digital to “being” digital. This is because digital transformation is as
much about people and organizational behavior as it is about technology and infrastructure. In fact, according
to Gartner research analyst Aashish Gupta, “Many organizations forget to address the necessary cultural shift
needed to change the mindset of workers, without which no digital transformation project is going to succeed.”

In my experience, a significant investment of time is required to develop the
cultural mindset shift within the L&D department before effectively marketing
new strategic direction across the enterprise. We must be comfortable with the
idea that creating a digital learning landscape will ultimately challenge, if not

threaten, conventional learning roles and responsibilities. We need to surrender ‘ ‘ —
control of learning to its rightful owner—the employee. We must embrace the
reality that certain L&D roles will likely evolve from delivering learning to
helping facilitate and enrich the learner experience. Traditional positions in

Many
organizations

L&D need to make room for new competencies such as cloud architect, content forget to address
curator, digital content developer, and experience designer. the necessary
Developing a dynamic digital learning platform — It’s no revelation that cultural shift
many L&D departments have been increasingly frustrated over the past needed to change

several years with their traditional learning management systems (LMSs). LMS

shortcomings have been illuminated by the emergence of more dynamic, digital
online platforms. When my L&D team set out to modernize how we learn workers, without
at our company, we sought to create a single, enterprise-wide, digital learning which no digital
platform. This platform would ultimately enable an employee to share in the

accountability for curating content and customizing their learning needs based o ,
on when, where, and how they prefer to learn. project is going to

succeed.

the mindset of

transformation

Creating a digital approach to modern learning is no small investment and

requires the sponsorship of senior leaders and the collaboration of a broad,

interdisciplinary team of professionals across the company. It requires breaking —_—— ’ ’
down organizational silos and supporting a cultural shift toward a growth

mindset that recognizes and values digital resources as a conduit for delivering

a continuous learning experience. | highlighted a few of the opportunities and

challenges that exist in pursuing this path—but I have no doubt you could share

others.

For more insights on creating an INTELLIGENT ENTERPRISE, @
contact us: 1.888.843.4784 | info@gpstrategies.com

Creating a Digital Approach to Modern Learning 5



References

“2019 Workplace Learning Report.” LinkedIn Learning, 25 February 2019, https://learning.linkedin.com/content/

dam/me/business/en-us/amp/learningsolutions/images/workplace-learning-report-2019/pdf/workplace-learning-
report-2019.pdf.

Bersin, Josh. “Insights from IMPACT 2018.” Deloitte, Deloitte Development LLC, April 2018, https://www2.
deloitte.com/content/dam/Deloitte/ca/Documents/audit/ca-audit-abm-scotia-insights-from-impact-2018.pdf.

Bersin, Josh. “Digital Learning Is Here—Kind Of.” SHRM, 27 February 2017, https://www.shrm.org/
resourcesandtools/hr-topics/technology/pages/digital-learning-is-here-kind-of.aspx.

Bersin, Josh. “Meet the Modern Learner.” Deloitte, 2014, https://legacy.bersin.com/uploadedfiles/112614-meet-the-

modern-learner.pdf.

Bersin, Josh. “Watch Out, Corporate Learning: Here Comes Disruption.” Forbes, Forbes Media LLC, 28
March 2017, https://www.forbes.com/sites/joshbersin/2017,/03/28 /watch-out-corporate-learning-here-comes-
disruption/#3b5906ccdc59.

Carson, James. “How much time are you spending on your smartphone?” Time to Log Off, 14 March 2019,
https://www.itstimetologoff.com/2018/03/14/how-much-time-are-you-spending-on-your-smartphone/.

Gupta, Aashish. “Gartner Says Digital Business Requires Growth Mindset and Not Just Technology.” Gartner, 26
February 2018, https://www.gartner.com/en/newsroom/ press-releases/2018-02-26-gartner-says-digital-business-
requires-growth-mindset-and-notjust-technology.

Hart, Jane. “Introduction to Modern Workplace Learning in 2018.” January 2018,
https://modernworkplacelearning.com/wp-content/uploads/2018/01/mwl2018-part1.pdf.

Muller, Treion. “7 Consumer Realities that the Learning Industry Can No Longer Ignore.” TwentyEighty, 2018,
https://www.slideshare.net/slideshow/embed_code/key/L0om3M;jSgRoQhx.

Perring, David. “Revolutionising the Digital Learning Experience: Re-thinking organisational learning.” Fosway
Group Limited, 7 June 2018, http://www.fosway.com/wp-content/uploads/2018,/06,/LSG-Fosway-Webinar-
June-2018_Digital-Learning-Revolution.pdf.

Seebacher, Noreen. “Digital Futurist Brian Solis: Can Digital Transformation Move Beyond Buzzwords!” SMG/
CMSWire, Simpler Media Group, Inc., 20 September 2016, https://www.cmswire.com/digital-experience/digital-
futurist-brian-solis-can-digital-transformation-move-beyond-buzzwords/.

Creating a Digital Approach to Modern Learning

6



About the
k- AUTHOR

- Marvin H. Johnson Jr.

M — After nearly 35 years of service within the "
Ly Pharmaceutical Industry, Marvin retired from Merck ”~
in the Fall of 2018. Although the vast majority of his o
experience was within the commercial operations side /
\ of the business, his most recent role prior to retirement
' was as the Chief Learning Officer for Merck’s Global
Learning and Development department.

In this role, Marvin led a transformational initiative

to modernize Global L&D and strengthen Merck’s
position as a High-Performance Learning Organization
by building people capabilities through relevant,
continuous learning experiences that are personalize,
adaptive and easy to find, consume and apply.

Marvin is now a valuable member of the GP Strategies®
Advisory Board, bringing his expertise to represent

the voice of GP Strategies’ customers when it comes

to designing business initiatives, innovating services,
crafting corporate strategy and leading our industry
into the future.

About GP Strategies

Founded in 1966, GP Strategies delivers performance improvement programs that strategically align with your unique business
objectives and differentiate your global workforce, leaders and salespeople to ensure business excellence. Our sole focus is performance

improvement, and everything we do, from technical and compliance training to process improvement and human capital technology
integration, is focused on helping your organization deliver meaningful results. Visit gpstrategies.com for more information.

GP Strategies VWorld Headquarters

70 Corporate Center e '}:GPStI’CIteg |eS 1.888.843.4784

11000 Broken Land Parkway, Suite 300 ° ] info@gpstrategies.com
° Your workforce transformation partner™

Columbia, MD 21044 USA ‘ O o o @ o

© 2019 GP Strategies Corporation. All rights reserved. GP Strategies and GP Strategies with logo design are registered trademarks of GP Strategies Corporation.
All other trademarks are trademarks or registered trademarks of their respective owners.

Ref. Code: Article-CreateDigitalApprchModLrn MJohnson 9.17.19.indd

gpstrategies.com


https://www.youtube.com/user/GPStrategiesCorp/
https://www.linkedin.com/company/gp-strategies-corporation/
https://www.gpstrategies.com/blog/
https://www.facebook.com/gpstrategies/
https://twitter.com/gpcorp/

