The Evolution of L&D
How did COVID-19 impact
the industry and what
does the future hold?
Inspiring learning for all

The world of L&D as we know it has changed,
but do we remember what it was like pre-covid?
The industry was undergoing a revolution, but
was it accelerated by the pandemic? Have we
arrived in a new era? Let’s remind ourselves
what Learning & Development looked like…

Teacher-led learning
approach
The traditional approach
allowed the educator to
define the shape and pace
of learning. Training was
often classroom based, often
lasting for full or half days.
Online learning was adopted
by many but not integrated
fully into their learning and
development plans.

Tick box exercise
Learning & Development
was often viewed by many
as a compliance exercise.
With companies only
providing their employees
with what they had to
learn, rather than what
they wanted to learn.

Formal learning
Workplace learning
tended to take place
in a very structured
and formal way and
conducted through a
highly managed process.
Where power and choice
lay with the employer and
not the learner.

Limited technology

Content and no context

Learning delivery
systems were utilised
in some instances to
support the learner
journey, but it hadn’t
developed as far as
learning enterprise and
experience systems,
that allow for learning
‘in the flow of work’.

Too much emphasis was
placed on the individual to
take the newly learnt content
and apply it to their role, but
often this content was given
without context and had no
clear impact on the problems
they were facing.

So…what did the pandemic do to learning?
94%

of L&D professionals report having to
change their L&D strategy in response
to the COVID-19 pandemic. *1

82%

Increase in demand for digital
learning from senior stakeholders. *1

60

(of survey respondents) have
made courses shorter to support
concentration levels. *2

%

15%

offered online courses before
the crisis hit. *2

94%

of employees would stay at a
company if it invested in their career
development. *3

*1 Fosway Group, ‘How is COVID-19 changing learning?’, June 2020.
*2 People Management, ‘Has Covid-19 sparked a L&D revolution’, June 2020.
*3 www.elucidat.com, ‘Online training vs face to face learning’, July 2021.

Creating Training to Suit the Learner
Learners’ expectations have changed. The shift from trainer-centric to learner-centric learning is
a direct result of learners now wanting to define what they learn, how and when. The importance
of organisations properly understanding these new expectations and their learners’ motivations
is key as it will allow them to create an experience that feels tailored to these learners.

10 things you’ll discover in the report, ‘Creating Training to Suit the Learner’
“Learning needs to be
absolutely compelling.
We need to draw people
in, we need to get people
to want to learn…’”

Insights from Cathy Hoy
Chief Learning Officer,
Learning Performance Institute

1

3
How much people actually
want to learn at work?

2

4

0.93%

Information on what elements learners
think are needed to create a really
effective learning experience. We
received a number of answers, here’s
a snapshot…

6.86%
32.23%
42.99%

44%

72%
Quite a lot
A lot

Being able to
discuss with peers

Up-to-date and
relevant content
to my role

Somewhat
A little
Not at all

16.99%

Why learning must be compelling,
constructive and convenient
Compelling
To draw people in, with the need to
get them wanting to learn.
Constructive
Fulfilling a purpose for company
and learner, which is crucially
important. Learning is no longer just
a tick box exercise.
Convenient
Touch of a button feel that fits into
their flow of work.

6
Learner insights into their ideal
learning experience

5
What learners’ expectations
are when it comes to learning...
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Digital learning
“Digital learning is an ideal learning
experience for me. It gives much
more flexibility to fit in the learning
around your lifestyle and schedule.”

Advice from VC experts which you can easily adopt

8

Blended learning
“I enjoy blended learning. I find
that a mixture of formats help
keeps it interesting.”

Sabine de Kamps
Learning Experience
Designer Team Leader

Alex Bradley
Learning Design
Manager

Emma’s Top Tip:
When designing on a budget,
consistency should be your key
consideration. The graphics
shouldn’t be an afterthought, but
be well planned, well thought out
and well executed. If you don’t think
about them, or use a mixture of
different styles, then it can result in
an incohesive and jarring design.

Emma Liles
Graphic Design
Manager

10
How to create a compelling learner journey that actually works

BEGIN

‘What’s in it
for me?’
launch video

Course
Registration
details

Pre-course
skills test

Trainer
intro video/
call

Pre-course
prep

Top tips on creating
engaging material

9

How best to use time when it
comes to L&D programmes
Average attention
span for an adult is

Course
follow-up

Manager
1-2-1

Quiz

Formal
training

Refresher
micro-learning

Review
with
trainer

Manager
1-2-1

20 mins

ESN
group

Coaching
with
manager

Success
stories

END

Want to learn more about
Creating Training to Suit the Learner?
Click here to view the report.

The Importance of Investing in your Learners
Investing in your learners should be a given. Creating a training and development plan that helps
staff truly develop and improve seems like an obvious thing to do, but what does this investment
look like? How does a company actually ensure that the training they offer will deliver tangible
results and that learners will see the value in it?

Our second report, The Importance of Investing in your Learners, shines a light on this what this
investment should look like. Here’s a snapshot of what the report explores.

David James answers topical
L&D questions…
“The problem is because it’s
not focused on what people
are trying to do, it’s focused on
what L&D teams think people
should learn and there’s a
massive disconnect here.”

2

Lightbulb moment

3
…and shares top tips and advice

1

Top tip
Focus on what employees
are trying to do and what
they are not able to do
efficiently and effectively and
then provide them with the
tools, the insights, the knowhow and the information in
order to fix this problem.

During the COVID-19 pandemic, L&D teams focused on the biggest
problems facing employees at that particular time, and because of
this there was incredible takeup. This proves that learning doesn’t
necessarily have to be made more interactive, it just needs to be
made more useful and closer to the point of need, and that way
teams will see a higher level of engagement.
Practicable takeaways to help
shape your L&D programmes
Takes a look at the post-learning period
and ways to test the knowledge learnt

4

Considers preconceived barriers to
learning and how to navigate them

Quizzes

There is a company
culture that does not
support training.

Sharing success
stories
Refresher
micro-learning

5

How does learning
and development
7
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How L&D benefits employers
and employees
The main motivations to learn
at work included:

Considers how to consolidate
learning – looking at how the pre
and post-learning sessions works

Quite
a lot

Job satisfaction
and morale

A lot

Maintaining and
expanding skills and
knowledge

6

42.9% 32.2%
PRELEARNING:
• Has a full analysis of needs and
skills gaps taken place on which
to develop the training plan?
• Have the stakeholders and
learners been approached to
help identify the needs and
purpose of the training?
• Do the learning outcomes align
with wider business objectives
and goals?
• Has the program been developed
using the right methods of
content delivery?
• Has a time been arranged to
meet with the learners before the
program commences?

of respondents
stated they
wanted to learn
whilst at work
‘quite a lot’

What other benefits come
from learning at work?

of respondents
stated they
wanted to learn
whilst at work
‘a lot’

POSTLEARNING:

Improve skills (82.7%)
Improve at my job (72.6%)
Want to learn (72.4%)
Opportunity for promotion
(38.1%)

Addressing
weaknesses

• Can they share new knowledge
of respondents said they simply
with others to check%
their
allocate the training.
learning?

64.1

Observes a behaviour
change programme –
an example of theory
put into practice
of Champions felt
they had all of the
tools they needed

16

%

of Champions found
the program to be
useful in their role

86

%
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Lowering employee
turnover (and saving
Increased productivity
money via retention
and adherence to
of staff)
quality standards

Enhancing company
reputation and
profile by attracting
top-level talent
The
evolution
of learning
at work now means employees feel continually supported by their employers
• Are
there interactive
elements
throughout
their to
learning
journey,
allowing them
test their
new as well as being offered the opportunity to learn on the job.
knowledge?
When asked how employers supported their learning development:
• Are there planned options for
follow-up/refresher courses?
• Is there a clear post-learning
plan, allowing learners to
consolidate what they now know?

8

felt Case Studies
made the most
difference

28%

felt Podcasts made
the most difference

22%

22

9
Debates taking accountability
for learning – sharing insight
from our virtual roundtable
1.	How can the L&D professional
take accountability for learning
and what are the challenges
they face?
2.	What value does a
stakeholder need to be
shown and therefore
recognise to invest in L&D?
3.	What barriers are there to
learners buying into the
learner journey?

• Are learners clear on their
next steps to learning?
% said they encouraged them to direct
their own learning.

52.1

49.8
47.4

%

%

hold regular meetings and discussions
about progress and training needs.

help or encourage them to
find time to train.

Want to learn more about the
Importance of Investing in your Learners?
Click here to view the report.

The Future of Learning & Development
Based on the last few years, who knows what changes are around the corner for L&D, and
what challenges these will bring? But what is clear is that through it all there have been some
fantastic opportunities to improve the L&D function and the experience offered to learners.
Place, time and technology have all played their part and will continue to do so, but making
sure your learners have a voice and, more importantly, are listened to, will help ensure that you
continue to create compelling learning experiences for them to engage with.

Our third report, The Future of Learning & Development, shares industry experts’ insight and
opinions on what they think we can expect for the industry over the next few years.

Going digital doesn’t
mean massive budgets,
just clever use of
technologies you may
already have.

How communications tools
benefit L&D programmes

3

Embracing digital doesn’t
have to mean huge budgets

1

4

Finding a balance between
formal and informal learning
What blended learning is
and its power to transform
learning programmes

2
“We need to change
how people view
blended learning.
We need to show
them what a true
blend can do.”
Jez Anderson

Zoom

But how do learners
know what they
don’t know??
formal
learning

5
Microsoft
Teams
Improves team
collaboration

informal
learning

Employees are more
engaged

Why curation is the new skill
requirements L&D teams
should be looking into
Curating digital content
will require an ability to
understand need, as well as
how to locate and manage
both self-generated and
third-party content.

The importance of good
learning design

6

7

What the ‘discovery phase’ is in
the development of your training
and the key role it plays

10

The importance of listening
to your learners

“There needs to be
more focus at the
start of the project,
which we’re calling
the discovery phase”

“It still needs good learning design.
We need to ask ourselves these
questions: what are we trying to
achieve? What are the learners’
needs? What’s the best way to
meet them?”

What they want to learn

8

Nick Bate, Co-Founder and Director at
Blue Eskimo, shares his insights about the
changing roles of L&D in the workplace

“Organisational change is a big
part of L&D, along with leadership
& management, behaviour change
and digital transformation –
making it a huge role”

9

How they want to learn

When they want to learn

The increasing pressure on
L&D teams to reskill and upskill
“Many job roles and functions
of today won’t even exist in 10
years’ time so the pressure and
demand on L&D teams to reskill
and upskill is probably higher
than it has ever been.”

Want to learn more about the
Future of Learning & Development?
Click here to view the report.

The Final Words

Each of our reports is concluded with thoughts and insight from
members of our senior team

Hannah Brindle

Nicole Horsman

Sarah Baker

Managing Director

Director of Sales & Partnerships

Chief Learning Officer

“The last year has accelerated ‘learner
autonomy’. Greater learning autonomy
and the ability to make personal decision
over learning will inevitably bring greater
employee engagement- and ultimately
drive better organisation performance
and improvement.”

“Learning is not a tick-box exercise, it’s how an
employer supports business needs…Embrace
‘learning in the flow’ of work’ and allow
employees to learn in a way that meets their
needs and learning styles…Develop a learning
culture that is demonstrated from the top down
– the senior team must be invested, otherwise
how can you expect the employees to be?”

“Yes, change can be unsettling, but I
say let’s embrace this change. I invite
you to grab the opportunity with
both hands and show your business
just how creative, innovative and
effective L&D can be.”

Quality yet cost effective.
Simple but results driven.
Learner-centric digital training.

Virtual College
Marsel House
Stephensons Way
Ilkley
West Yorkshire
LS29 8DD
+44 (0)1943 885 085
salesteam@virtual-college.co.uk
virtual-college.co.uk
06/12/21

Inspiring
learning
for all

