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TRAINING ON THE EDGE 
How to Stay Ahead of the Trends for 
the Next 5 Years 
 
These trends were developed by comparing 
current issues facing training departments, 
content developers and the associated learning 
technologies.  
 
Furthermore, we explored both the statistics 
and the issues behind training 
implementations. 
 
In this paper we examine what the current 
learning statistics show about the outlook for 
the modern workplace and the next five years, 
as well as five key trends associated with 
adapting training to the new contexts. 
 
As these trends play out, we need to consider 
how to implement a culture change in our 
training organisations and identify some of the 
challenges these changes will bring. 

 
First Time in Modern History – 4 
Generations at Work 
 
For the first time in modern history, we have 
four generations of workers in the workplace. 
The conflicts of these generational dynamics  
immediately change how we deliver learning or 
training to these different groups. 
 
There are no doubt many labels around the 
globe for these different generations, but for 
clarity we will use: 
 
Silent Generation – (born 1925–1945) 
Baby Boomers – (born 1945–1964) 
Gen X – (born 1965–1976) 
Millennials – (born 1977–2000) 
 
The bottom line is we have four generations in 
the workplace that have very different ways of 

how they see the world and how they interact 
with each other, their peers, subordinates and 
seniors.  
 
Silent Generation workers are the ones born 
before or during World War II. They may in fact 
have served in the war. Very disciplined and 
self-sacrificing, they are all about hierarchy, so 
a Silent Generation worker is going to be very 
much about adhering to the chain of 
responsibility — if he or she is a senior 
manager and someone brings a problem, one 
of the first questions asked will be: “Have you 
talked with your direct manager about this 
issue first?”  
 
A generation that is very much about hierarchy 
— when they do look at a job, they believe in 
the power of process and organisation.  
 
Baby Boomers, on the other hand, are more 
free-form, individualistic and socially conscious 
— very much about society and the status quo 
(as they are quite change adverse). 
 
Generation X workers are independent. These 
people saw the invention and implementation 
of the Internet in the workplace. They are open 
to change, and they see value in the paper as 
well as the computer, meaning they can get the 
work done in a number of different ways. Very 
much committed to teams, to themselves and 
to work, they value the autonomy of being able 
to do their own work. 
 
This generation was raised by the Silent 
Generation, so a lot of the ideals of self-
sacrifice for getting work done have flowed 
down to them and evolved into this idea of 
autonomy.  
 
Millennials are the ones entering the 
workforce now. They greatly appreciate 
collaborative problem solving, as they were a 
generation that grew up getting a trophy, 
badge or award for everything they did.  
 
They appear ultra-confident and have a 
tendency to expect a lot of feedback and 
validation. They like structure, technology and 
relationships — they are the force that is 
driving Facebook and all other social media 
tools. 
 
They want relationships, and their definition of 
relationship is not the same as what previous 



	  

generations might define it as. What others 
would characterise as a casual acquaintance, 
they would call a relationship. 
 
Four generations in the mix at the same time 
generates some interesting dynamics for us in 
training and development, meaning we have to 
identify and deal with varied technologies, 
modalities and delivery methods that address 
the preferences of these different generations. 
 
Training Context 2011–2016 
 
Economies of 
Scale & Global 
Delivery 
Larger companies 
are looking to realise 
economies of scale 
by bringing teams 
and groups from 
different countries 
together, which introduces multicultural 
dynamics as well as these multi-generational 
dynamics.  
 
It also requires us to deal with issues relating 
to time zones and building collaborative teams 
across vast regions.  
 
Challenges for learning and development are 
that as we address these issues, we don't want 
to throw out our existing training programmes 
but rather leverage the human capital that was 
invested in developing them. We want to try 
and migrate that content effectively to the new 
delivery formats — such as virtual classrooms. 
 
Intellectual Capital Development 
Smaller companies are all about intellectual 
capital development. They not only want to 
develop things online but also maintain control 
at the same time — the big question here is 
how do we make everything work together to  
really leverage the functionally of these 
mediums? How do we use Facebook in 
training dynamics? How do we use Twitter? 
How do we use a tweet as an electronic 
performance support? 
 
Portable Workforce 
Dealing with a workforce that is much more 
dynamic and mobile, people are willing to pick 
up and put down jobs a lot more quickly, 
meaning their skills have to be equivalent and 
portable. 

Together Time 
Getting our learners/workforce together for 
training sessions or meetings is still very much 
a desired goal. We have to squeeze every last 
moment of productivity that we can out of that 
shared time, as it's expensive (travel costs) 
and time-consuming to bring people together. 
 
The recent economic climate has in some part 
driven the adoption of a number of these 
technologies, creating these norms for us 
within the industry. When we revisit this in 
2016, everything we are talking about now will 
already be in place and very much “here to 
stay”. 
 
 
Trend 1 – The “New Blend” 
 

 
 
A myriad of delivery methods requires virtual 
team collaboration and connectivity in different 
ways. 
 
As in our earlier example, how do we use a 
tweet as an electronic performance support? 
How do we teach people to value and learn in 
those new technologies? What literacies do we 
need?  
 
One such skill would be learning how to do an 
Internet search and identify the wheat from the 
chaff — what is just marketing and what is 
actually relevant research. 
 
Technical Literacies 
The idea of technical literacy is gaining 
momentum, in particular because the New 
Blend brings a lot of technologies and, along 
with them, the requirement to use them 
effectively. 
 
It also means that there are likely to be training 
situations where a facilitator and a participant 
are at two different ends of the spectrum — it 



	  

may be that the participant is familiar with 
technologies that the facilitators have never 
seen and vice versa. 
 
We have to be very careful in these plans to 
make sure that the facilitator is clear about the 
means and expectations of delivery so that 
even when the participant has a very different 
experience set of technical literacies, both can 
still participate effectively in the learning 
experience. 
 
Assessment 
Assessment in the New Blend is more than just 
a reaction survey — it’s how to evaluate the 
student and programme when they’re both 
online. The two big rules of thumb to consider 
are: 
 

§ “If you can test it online, you can teach it 
online.” 

 
§ “If it’s not worth testing, it’s not worth 

teaching.” 
 
Many of us have existing training programmes 
that have been designed for and delivered in 
the traditional face-to-face classroom with two-
to-three-day agendas — our challenge here is 
in the correct repurposing of that content for 
the new medium. 
 
Easy to Move Modalities – No! 
This is not going to be a simple case of moving 
the same content, exercises and learning 
activities into a shorter time window or a 
different medium. 
 
When we use a face-to-face classroom, we 
have the “luxury” of time — we may have, for 
example, five hours of material to actually 
deliver in two days. We often have a lot of 
dead time — inefficient use of time — so we 
have to make sure that the material is 
meaningful, relevant and important and that we 
test against it. Has the learning embedded and, 
as a result, will it make a difference?  
 
One of the big challenges that we see in 
blended technologies has to do with validating 
the learning experience. 
 
What are the advantages of blended 
technologies?  
 

§ They increase flexibility. 

 
§ They allow extension of the same set of 

resources across the globe.  
 
 
Be Wary 
We need to watch out for the assumption that 
it’s going to be very straightforward to move to 
this new medium — it's not easy. Just because 
you have use of a virtual classroom doesn't 
mean that a virtual classroom is the right 
delivery platform for you. 
 
There is no one-size-fits-all platform — 
teaching one group a particular way does not 
mean it will be effective for all groups. 
 
Implementation of blended technology places a 
bigger emphasis on design, which is actually 
more critical, as a bad design becomes much 
more apparent in virtual delivery environments. 
 
SMEs as Instructors 
Many organisations are looking at their subject 
matter experts (SMEs) as potential instructors, 
because they're the ones who have domain 
expertise. The problem here is that just 
because someone has domain expertise of 
some particular field does not mean that they 
are effective in conveying that knowledge to 
others for learning.  
 
They are not necessarily good instructors, so 
we've got to be very careful when we want to 
use SMEs by establishing some ground rules 
for their success:  
 
1. When they are assigned an instructor duty, 
they are given an opportunity to train as 
instructors before they are put in front of their 
classroom. 
 
2. When they're preparing for a class, they are 
given sufficient time to get ready. It’s not to be 
just an ancillary duty they are to fit in when 
they can amongst other tasks. 
 
3. When they do teach, it is treated as a 
dedicated responsibility. The intent should not 
be to have someone who trains also have a 
full-time job — that training is just something 
they do on the side. Training is fundamental to 
everyone's success, so if you are going to 
assign training as a job task, it needs to be 
resourced and planned appropriately.  
 



	  

Staying Ahead in the “New Blend” 
To stay ahead in this trend is to always be 
looking at new design technologies, not 
necessarily trying to create all the technology 
delivery methods yourself.  
Use and leverage existing assets that are out 
there. 
 
Communicate and use communities of practice 
to find out what the best practices are. Find out 
who's leading those practices and then ask 
them for help. 
 
Trend 2 – Who’s Who in 
Collaboration? 
 
The problem with 
online collaboration 
in particular is that 
we introduce a lot of 
ambiguity. As 
learners, no one 
knows who's in 
charge of the 
learning experience, 
and left to itself, that 
role ambiguity can 
lead to learning inefficiencies. Instead of just 
throwing everyone in the virtual platforms and 
asking learners to “figure the case study out”, 
best practices ensure that we allow everyone 
to participate in the learning experience. To 
make it effective, we need to: 
 

§ Set expectations. 
§ Assign tasks. 
§ Give goals and expected outcomes. 

 
Design Is Critical 
We need to design for the collaborative 
experience so that projects are built with a set 
of roles in mind. 
For example, let’s say there are five different 
tasks that have to be accomplished. That 
means that you would want to build a group of 
five for your collaborative problem-solving 
approach — you don't want to find seven 
people because the other two won't have a 
task and, as such, be as engaged in the 
learning experience. 
 
The “True Facilitator” 
The facilitator needs to be a True Facilitator 
and not just someone who gives direction. He 
or she has to model behaviours, recognise 

when recommendations or suggestions are 
appropriate and help guide those collaborative 
problem-solving groups along so that they can 
learn by doing. 
This really boils down to balancing a 
constructivist, self-directed approach against a 
highly structured approach. You want to give 
people the freedom to learn the best way they 
can from the problem-based learning 
experience while at the same time guiding 
them along so they develop real domain 
expertise. 
 
Assessment & Attribution 
Understand that those same New Blend 
advantages also pose particular challenges, 
most notably in the assessment and attribution 
of students. When the student is online, how 
do we know they're doing what they say they're 
doing? How do we know they are who they say 
they are? We will have to make sure that there 
is some fidelity in the learning process — the 
person awarded for success should be the one 
actually doing the work. 
 
Confusion of Learning Outcomes – Journey 
vs. Outcome 
There is also confusion about results, 
particularly in the social constructivist 
approach. How can you know whether the 
learning outcome is just a development from a 
standard problem-based approach or the 
answer you wanted them to get themselves?  
 
Stretching the Calendar 
Another challenge is that problem-based 
learning and collaboration online have some 
very strict requirements associated with 
periodicity. You spend too little time on either 
approach and it becomes less meaningful, 
because people don't have time to develop or 
complete their task for the next stage of the 
problem — spend too much time and people 
become disinterested or otherwise disengaged, 
because it becomes irrelevant or stale. We 
have to make sure that the calendar is not 
stretched too far or compressed too tightly.  
 
Team/Interpersonal Dynamics 
One of the strengths of traditional instruction 
that online collaboration does not have is this 
idea of managing interpersonal dynamics. If we 
have a group of learners in a virtual classroom, 
we have to make sure that the learning 
environment remains safe — everyone feels 
comfortable participating. 



	  

One of the dangers is that strong personalities 
can dominate a collaborative online problem-
solving session, so we have to manage the 
interpersonal dynamics as well as the learning 
experience to make sure that everyone has an 
opportunity to participate and get something 
out of it. 
 
One of the benefits is that by building situated 
problem-based learning, we build problems 
that actually need solving within our business. 
These problems then become learning 
experiences, and we need to develop the 
capability to moderate a collaborative problem-
based solution session. This means modelling 
the right behaviours and providing guidance 
when appropriate but otherwise remaining 
mostly hands-off. 
 
This goes back to the need to develop real 
examples of success, to making it relevant — 
just as you can build a problem that actually 
needs solving and use it for training experience 
and business benefits, you can also build 
problems that are easily measurable so that 
learners can simply identify what they did and 
did not do well. Learners want that kind of 
closure in a collaborative environment. 
 
Trend 3 – Cognitive & Facilitative 
Technology 

The implementation of facilitative and cognitive 
technologies in the learning experience can be 
very daunting because there's a raft of 
technologies out there. The key is identifying 
which technologies work best for a particular 
learning outcome. 
 
The “Right” Fit of Technology 
There is a lot of discussion around the uses of 
technology and the learning outcomes that 
result, discussion that will continue over the 
next several years to identify which 
technologies should be used for certain desired 
learning outcomes. 
 
Visual Representation of Information 
Some technologies visually represent and 
model information, providing learning 

deployments that are learner-centric and 
asynchronous for the convenience of the 
learner. 
 
It's Not Style – It's Learning Preference! 
A highly discussed and very sensitive issue is 
that of “debunking learning styles” — auditory, 
visual and kinaesthetic learners do not learn 
better in one way over another. We have a 
preference to learn in a particular way but not 
to the exclusion of other methods — an 
auditory learner will still learn with visual and 
kinaesthetic methods. 
 
Realising Efficiencies in the Training 
Acquisition Process 
The advantages of using these technologies is 
that you realise some efficiencies in training 
acquisition — if you buy a synchronous 
platform for virtual training, see if you can use it 
for asynchronous training as well. 
 
Technologies that support multiple uses are 
much easier to demonstrate a return on 
investment for than the ones that are single-
purpose. 
 
Case in Point: GoToTraining 
One such platform is Citrix GoToTraining, an 
easy-to-use online service that allows unlimited 
online training sessions with up to 200 
attendees.  
 
GoToTraining sessions can be recorded and 
posted online for on-demand use, providing an 
asynchronous option in addition to the 
expected synchronous offering. These 
recorded sessions can serve as tutorials for 
people who couldn’t attend live and as review 
materials for those who did. 
 
Built-in audio conferencing, payment 
processing and other integrations also make 
GoToTraining a good example of the benefit of 
blended technologies — working together 
seamlessly, they save time and create a more 
ideal learning experience. 
 
Better Designs 
Because we're combining technologies, we’re 
forced to really optimise the content of an 
instructional programme so that its 
representation in these new technologies is 
clear. As a result, we achieve better design. 
However, this once again brings up the 
problem of usage: “If we buy a virtual 



	  

classroom platform, then that means we have 
got to use that virtual classroom platform to the 
exclusion of everything else.” Avoid using the 
law of the instrument on your problems — if all 
you have is a hammer, everything looks like a 
nail. 
 
Just because we have the technology doesn't 
mean we should use it as the “magic bullet”. 
 
No Longer New or a Fad 
Technology-delivered instruction, whether 
through the Internet, self-paced eLearning or 
immersive avatar environments, is not new 
anymore — and certainly no longer a fad! It's 
become the standard method of delivery these 
days, particularly for corporations, so we need 
to embrace and accept it.  
 
Learners coming into the workplace have been 
trained using these methods — they expect 
them, so if you have been tasked to answer a 
training mandate, then part of your solution 
should include the use of technology. 
 
Trend 4 – Blurring the Lines 
Between Work & 
Learning 
 
Of all the trends, this is 
one of the most 
compelling. We are now 
looking at job experience 
as another aspect of training. If we assign a 
task to someone, we document it when it’s 
completed, and now that person has the 
advantage of being able to say, “Yes, I've done 
that kind of task before!” In other words, 
experience base is as important as a training 
history. 
 
So when we have a work-related task and we 
repeatedly do it successfully, we can document 
that as experience. Now, when someone else 
has to be trained on it, we’re domain experts 
merely by virtue of the work experience we 
have. 
 
Experiential Documentation 
If we think about how experience can be 
integrated with industrial-based processes, 
rules and standards such as ISO 9001 or Six 
Sigma, we can see that we now have a way to 
document domain experience. As it is not just 
training focused, on the job experience has 

now become part of the formal training 
process. 
 
Taken to its logical conclusion, this means we 
can start tailoring training to the particular 
needs of individuals based on not only their 
previous training but the experience they have.  
 

§ We don’t have to give someone training 
on basic project management if he or 
she has been a project manager for 10 
years. 
 

§ We don't have to give someone training 
on process-based quality assurance if 
he or she served as a quality assurance 
manager five years ago. 

 
So why is this an important trend? It's all a 
means of approaching a more efficient training 
organisation. 
 
We don't want to subject people to training that 
is irrelevant. Rather, we want to give them the 
training that they need at the right time and 
place so they’re prepared for their next task. 
 
Training Doesn’t End When an Event Is 
Over 
We are going to see a lot of development of 
domains and communities of practice within 
and between organisations. The bottom line is 
the training doesn't end when the training 
session is over — in fact, it’s just beginning. To 
build greater engagement with the training 
audience, we want to give people an 
opportunity to contribute back to that 
community of learners and to that community 
of practice. 
 
Once they have developed enough expertise 
such that they have the opportunity to feed 
new developments, observations and issues 
back to the training organisations, then the 
training becomes more organic and relevant to 
the field. 
 
Assuming Experience Equals Mastery 
The big challenge here is handling 
assumptions — don't assume someone has a 
sufficiently large experience base for mastery. 
 
Don't assume that the senior project manager 
or director or plant supervisor knows how each 
one of the pieces of equipment in his or her 
plant is operated, even if he or she has evolved 



	  

and grown up around that job. 
 
Pushback about Training Experiences Not 
“Ending” 
Watch out for learners not being particularly 
interested in participating in communities of 
practice — they are looking to take but not 
give!  
 
The trick here is to sell them on the concept of 
an organic relationship with the training 
organisation so that in creating and 
maintaining these inputs, we are better 
positioned to improve our training experiences 
for all concerned. 
 
Trend 5 – Resourcing in the New 
World 

 
Contractor Resource Model 
When bringing in contractors, we need to be 
very savvy about what we're buying and very 
wary of the traditional cost model that says: “If I 
provide training for your organisation in a 
particular day, I charge you for that day.” We 
have to look for services in a much more 
specific sense. 
 
If we need to deliver a particular curriculum 
and it will require our contractor to be up at 4 
o’clock in the morning for two hours one day 
and then up from 5 to 10 PM another day, then 
the idea is that it's not just a day rate but an 
hourly rate. 
 
For the contractor there can be a convenience 
cost for being up in the middle of the night or a 
language cost for English as a second 
language, so what do we pay for? The answer 
really depends on how much the training is 
worth to you. Why does the training exist — is 
there an external training mandate?  
 
Existing or “Legacy” Training 
With an internal training mandate, is the 
training meant to develop new or enhanced 
business capabilities? Are we doing this to 

remain competitive? Or are we trying to keep 
up with everyone else? When is our existing 
training still appropriate to deliver in its 
traditional format and when should we 
implement it in a new modality or new 
methodology? 
 
Training as “Something Else” 
In many cultures, training is viewed as 
something besides just training; it’s viewed as 
recognition of a job well done or as an award, 
so we should look very hard at what the value 
of training is to the participant — and what the 
value of training is for the sponsor of the 
organisation — and then leverage those values 
in selling the training programme to the 
audience. 
 
Watch Out 
The bottom line is there are a lot more 
providers, with a lot more flexibility and 
enhanced efficiencies, so beware of those that 
say, “We guarantee an outcome.” Training 
success is defined differently by different 
people, so as organisations we need to be very 
succinct about what we want as a training 
outcome. 
 
Other methods can be leveraged in the event 
many people claim expertise when they don't 
have it, particularly in a situation where the 
domain is brand new. It's very hard to say you 
have no experience in a technology when you 
are a consultant or contractor, but the reality is 
that when the technology is only three months 
old, you can't expect complete domain 
expertise. As a purchaser of contracted 
services, we have to be willing to settle in the 
middle and say, “We need your best effort in 
developing best practices.” Don't pay a 
premium for expertise that doesn't exist. 
 
Another major challenge to watch out for is the 
old business model:  I train; therefore, I have 
trained on ISO 9001 certification, so I am ISO 
9001 certified. Maybe, maybe not! 
 
We need to be very careful in resourcing a 
training programme when looking at what a 
contractor’s expertise brings to the table. How 
can you best leverage that expertise to 
optimise the learning outcomes for your 
training programme?  
 
What are the benefits and challenges of 
changing from the traditional classroom to a 



	  

training culture that incorporates new 
technologies, delivery methods and attitudes? 
 
What Are the ROIs? 
One ROI is a more portable workforce: we train 
a learner in the US and his or her counterpart 
in India and we now have individuals who can 
truly take those skills anywhere within our 
organisation. Equivalency is huge when 
companies deal with reorganisation and rapid 
increases or reductions in workforce strength. 
 
Another big ROI, which is hard to measure but 
easy to evaluate, is resiliency of the training 
culture. Because blended technologies make it 
easier to expand resources to a lot of different 
audiences, we can better fulfil basic training 
requirements. So in a situation where we can't 
afford to maintain a large training workforce, 
we can sustain a training culture in our 
organisations for a lot less money. 
 
Sustaining that training culture means that 
when the need for a more substantive training 
programme comes along, you will have 
maintained a training culture that can then 
expand to fulfil and meet that new requirement. 
 
Conclusions 
 

 
 
Over the next few years and beyond, we will 
have to face a number of challenges with the 
four generations in the workforce coming 
together, with the differing modalities that are 
available and with the ever-present need to 
teach our learners the skills and knowledge 
they need to succeed. 
 
These challenges are seen as:  
 
Virtual Identity 
In multiple-delivery modalities, how do we 
make sure the person participating in learning 
is actually the person we should attribute the 
success to? 

 “Pay to Play” 
If you’re paying to go to training, can you fail? 
And if you do fail, what does that mean?  
 
Role of Motivation 
How do we motivate someone when we can't 
interact with them in person?  
 
Consider elements such as: 
 

§ What are the consequences for not 
doing intersession work? 
 

§ What are the consequences for over-
participating or under-participating in a 
live session? 

 
We need to think about these things before we 
implement a blended solution. If our learners 
are bored in a virtual class, they would 
probably be bored in a traditional class, so we 
need to make sure that the training designs 
and outcomes cultivate learner engagement 
using best practices. 
 
Instructional Fidelity 
If we deliver something in person and then 
deliver the same class over the web using 
asynchronous and synchronous means, then 
would the learning experience be the same? 
 
Would the learning outcome be the same? 
Would mastery? What are the objectives, and 
has the learner met them? 
 
From the perspective of a facilitator, 
moderating a blended solution is a lot harder, 
because when we bring someone in at the end 
of the day and ask about intersession work that 
was assigned a week ago, to which the learner 
says, “I haven't done it”, then what do we do? 
The learner needs to be able to answer those 
questions and in large part base those 
answers on what our desired outcomes are. 
The learner should also answer them willingly 
and not just because it was homework we 
assigned. 
 
The outcome must be that the intersession 
work was a critical element of the learning 
experience — it needs to fulfil a role, to do 
something, or otherwise don't assign the work. 
 
Instructional Equivalence 
Instructional equivalence applies to more than 
just in-person training. Let's be honest — if we 



	  

were to tell the parents of a university student 
that we’re taking their son out of his second-
year calculus classroom to instead deliver him 
the content online, their reaction would most 
likely be outrage. 
 
That is the instructional equivalence perception 
we need to overcome. We need to build a 
programme where virtual is as good if not 
better than in person, and we have to validate 
those self-paced portions in such a way that 
they are meaningful for the online experience. 
 
The bottom line is that eLearning is not magic. 
It can't solve the problem of dullness. If the 
materials are boring in person, they’re going to 
be boring online, so we have to go back to the 
desired learning outcome. How do we build 
activities that make learning more engaging? 
 
This is not just about throwing stuff up in 
slideshow and talking to it; we need to make 
sure that when we move things online, we 
overcome the perception that it's less valuable. 
 
Technical Literacies  
What assumptions are we making? 
 
What literacies are we requiring of the learner 
to participate in a blended learning 
engagement? If those aren't commonplace, 
how do we build those literacies before we 
require them for performance and success in 
the learning experience? 
 
We can't make assumptions about learner 
engagement. We have to drive it — many 
learners are not self-directed and, as such, 
need incentives to remain engaged. 
 
Consider within your own organisations the 
dropout rate of learners who do not complete 
asynchronous content ahead of joining the 
class. Think of the financial cost and time 
investment we take in creating and 
commissioning those training assets that large 
proportions of our learner audience do not 
consume. 
 
These challenges can be overcome with 
thoughtful planning, the adoption of the right 
technologies and outreach to both trainers and 
learners about the benefits of fully engaging in 
training and development, both online and off. 
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