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Introduction

Bitesize learning providers Joosr asked the Sussex Innovation Centre at the University of
Sussex to conduct interviews with nine leaders of Learning and Development programs
at major companies in the UK, including: Scottish Enterprise, Foster and Partners,
Weetabix Ltd, Ogilvy and Mather Group, Surrey and Sussex Police, Save the Children,
Reed Global, Chubb, and Net-a-Porter. The goal of these interviews was to uncover
insights as to the major challenges, best practices, and emerging trends facing the L&D
industry in 2017.

Researchers asked the interviewees open-ended questions in reference to their 韑�eld,
encouraging a wide-ranging discussion around the challenges that they face, the
methods that work well for them, and what they expect the future of L&D to look like. The
interviews examined trends and employee preferences in an attempt to gain insights into
the future direction of the L&D industry, including new approaches that may potentially
start to gain traction.
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This report includes four sections:

1. THE CHALLENGES

2. WHAT WORKS WELL

3. FUTURE TRENDS

4. CONCLUSION
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THE CHALLENGES

The in-depth telephone interviews revealed four key challenges in the Learning and
Development industry in 2016 that were common to almost all of the research respondents:

1. Time Pressures and Budget Constraints
As businesses look to maximize ROI, getting the most out of both budget and time was a central
concern for all of the interviewees. L&D professionals need to demonstrate that the value of
professional development exceeds any direct costs to the business.

“Time is money…[however] my angle on this is, okay, three hours is the time
you’re going to take out to learn...that’s going to last you a lifetime. It’s not
[ just] three hours.”
-Laggi Diamandi, Foster and Partners

2. Enablement
These kinds of time pressures are not just a product of management and company culture. A
major challenge lies in enabling learning and making it easy for employees to engage in it,
especially when they are faced with pressure from having day-to-day work to complete.

“Its very di韢�cult to take people out of that client service mentality and
prioritize their own learning.”
-Nicola Ukiah, Ogilvy and Mather
“If learning and development is seen as an addition to an employee’s
‘normal’ work, it’s problematic.”
-Leonie Lonton, Save the Children UK
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3. Diversity & Inclusivity
The Open University's Trends in Learning Report suggests that although we all learn in di韣�erent
ways, “most teaching—in classrooms and online—assumes that we all take in information in
the same way, at the same speed.”1 For this reason, o韣�ering a diverse and inclusive L&D
strategy was a central concern for all of our respondents.

“People learn very di韣�erently, so how do we cater for all of the learning
styles: auditory, visual, kinaesthetic, amongst other things? There needs to
be a diversity in how we o韣�er what we o韣�er. It’s not us telling and giving
people stu韣�, it’s us enabling their own thinking, their own experience”
-Nicholas Webb, Net-A-Porter

“[We are] trying to have an o韣�ering that is... generic enough that it's
applicable to the majority of sta韣�, but nuanced enough that it picks up on
people's technical disciplines and geographical location.”
-Maria Bradshaw, Scottish Enterprise

1

The Open University (2016), Trends in Learning Report
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The Core Problem
For many large organizations, providing a learning and development program that solves
all of these challenges is problematic using traditional methods of L&D delivery. As we
progress further in the direction of technology-based, “bitesize,” and mobile learning, the
L&D industry is naturally changing. Companies are looking to provide a more balanced,
韑�exible, and accessible approach to L&D by diversifying their o韣�erings to facilitate
greater accessibility, inclusivity, diversity, and enablement of learning—and to maximize
limited time and budgets.

The research interviews revealed that in general, employees want their company to help
them develop, and businesses recognize the value in providing L&D, but the way it is
currently delivered is felt by both to waste time and money. In other words, there is an
apparent gap between the appetite for L&D, and the perceived opportunity for both
businesses and individuals to participate in it. However, there were a number of
strategies that our respondents feel work well in helping to overcome these challenges.
The next section explores this theme.

7

WHAT WORKS WELL

The interviewees shared similar opinions on what works well, with the top four most cited
methods in the Learning and Development industry in 2016 being:

1. Blended Learning Approach
Although blended learning is commonly cited as a successful approach to L&D, according to the
2015-16 Towards Maturity Industry Benchmark Report, only 26% of current L&D delivery is in
blended programs. This 韑�gure is expected to grow (77% of orgs predict an increase in this
approach)2 as integrating online and mobile apps into L&D allows learning to take place
throughout the day, leading to increased productivity, reduced costs, and maximizing limited time.

“[It’s] about 韑�nding the right balance in the blended learning approach
between face-to-face and other methods.”
-Leonie Lonton, Save the Children UK
“Spaced learning, turning 24 hours of content of traditional classroom based
learning into 1 hour of download.”
-Paul Cliff, Surrey and Sussex Police

2

Towards Maturity (2015-16), Embracing Change
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2. Learning via Devices
Many of our respondents agreed that devices play a key role in L&D delivery, an assumption
supported by Hay Group who found that people today interact with their mobile devices as
much as 10 times per hour on average.3

“Giving people access to learning via their devices is important.”
-Paul Cliff, Surrey and Sussex Police

3

The Open University (2016), Trends in Learning Report
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3. Bitesize and Accessible Learning
According to research conducted by Towards Maturity, 57% of workplace learners like to be
able to access learning on-the-go, and only 18% are now learning at their work desks.4 The
interviews revealed that L&D delivery is adapting to this demand for accessibility.

“The content on our learning management system is available for everyone,
anytime, any place, anywhere.”
-Laggi Diamandi, Foster and Partners

“Making sure that people can access L&D tools at the point of need. Giving
people the option to have access to relevant training content and job
support via mobile, for example, on the tube on the way to a meeting.”
-Roger Mason, Reed Specialist Recruitment

4

Towards Maturity (2015-16), Embracing Change
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4. Face-to-Face Training
Face-to-face training is still seen an invaluable tool in the L&D toolkit, with many forward-looking
program managers using it in conjunction with more bitesize and mobile approaches. More than
half (55%) of training programs are entirely face-to-face.5

“The world is about relationships, so therefore L&D training has to be
face-to-face at some point, in my view. ”
-Nicholas Webb, Net-A-Porter

5

Towards Maturity (2015-16), Embracing Change
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FUTURE TRENDS
Across all of the in-depth interviews, there were four standout trends that were identi韑�ed as the
main future trends for the Learning and Development industry in 2016.

1. Accessible E-learning and App-Based Learning
The 2014 Towards Maturity Mobile Learning in the Workplace report found that companies
which speci韑�cally enable their content for mobile devices gained a 43% improvement in
productivity, 73% improvement in revenue, 44% improvement in time to competency, and a
75% improvement in the number noticing positive changes in sta韣� behavior.6

“[We want] to have a much more diverse lens on how we enable cross
functional and international learning, by moving towards digitally enabled,
app-based learning.”
-Eva Boxall, Weetabix

“With restrictions around budget, I anticipate a move towards much more
online content.”
-Maria Bradshaw, Scottish Enterprise

6

Towards Maturity (2015-16), Embracing Change
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2. A Pull Rather than Push Method of L&D Delivery
A twist on the old saying: you can take a learner to the classroom but you can’t make them learn.
According to research by Towards Maturity, 88% of learners like to be able to learn at their own
pace.7 Thus, this trend is all about enabling employees to take ownership of their learning
schedule and its delivery, to learn in a way that best suits their needs.

“[It’s] less about delivering classroom-based training and more about giving
our sta韣� access to resources in order for them to do their own learning.”
-Paul Cliff, Surrey and Sussex Police

3. Greater Experiential Learning
While traditional approaches to L&D delivery have relied on static content, a common expectation
of the future was that there will be a move away from the “one-size-韑�ts-all” approach. There is a
recognition that experiential, “active” learning can help to equip employees with the skills that
best 韑�t the particular demands of their industry, and their role within it.

“I think the trend will become more and more experiential, people will use
more scenario based learning rather than—ok go and read this and go and
watch this video and you’ll be 韑�ne.”
-Laggi Diamandi, Foster and Partners

7

Towards Maturity (2015-16), Embracing Change
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4. New Technologies
A handful of our respondents foresaw a future with emergent technologies such as virtual reality,
augmented reality, and machine learning being heavily intertwined with the L&D industry.

“What we’re working on at the moment is something really di韣�erent and it is
literally… virtual reality. You’re in an environment that almost feels real…
we’re doing this for soft skills.”
-Laggi Diamandi, Foster and Partners
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FUTURE TRENDS
According to the 2015-16 Towards Maturity Industry Benchmark Report:
of L&D teams are failing to improve business productivity and only
are proactive in understanding
how their learners learn.
of self-directed learners want to be able to do their job better/faster and
of L&D leaders want to increase self-directed learning but only
are achieving it.

of workplace learners like to be able to access learning on-the-go, yet
of training programs are entirely
face-to-face and only
of organizations use mobile
content
Of “Heads of” L&D want to achieve a range of bene韑�ts relating to the
business, its people, and their own training e韢�ciency, yet only
report that they have achieved
their goals.

Which figure are you?
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Joosr was created to deliver an accessible and cost-e韣�ective answer for people to learn valuable
life skills that matter in today’s world. It provides a wealth of knowledge in bitesize formats,
enhancing and aiding the development of individuals worldwide. Joosr does this by providing
20-minute, easily digestible book summaries, o韣�ering the key takeaways to help improve
people’s relationships, work life, and physical and emotional well-being.
Joosr responds to the challenges felt by the L&D industry in four main ways.

1. Cost Effective

Joosr provides a low-cost way to deliver return on investment in the bitesize,
e-learning aspect of your L&D o韣�ering.

2. Time Maximizing

Joosr allows its users to spend their precious time wisely, and is an
approach to L&D that won’t take large chunks out of an employee’s day.
Considering that 42% of learners do their learning at weekends or during
the evening,8 Joosr takes advantage of employee downtime and 韑�ts
learners’ demands.

8

Towards Maturity (2015-16), Embracing Change
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3. Accessible

As a mobile app, Joosr provides accessible content which enables learners
to learn what they want, where they want, and when they want. It makes
bitesize learning easy to 韑�t into anyone’s schedule, to build their knowledge
in 20-minute reads straight from their own mobile device. Additionally, Joosr
delivers real bene韑�ts to workplaces that encourage employees to bring their
own device (BYOD).

4. Pull, Not Push

Considering that 88% of learners like to be able to learn at their own
pace,9 Joosr supports self-directed learning with a wealth of book
summaries 韑�lled with the most in韑�uential non-韑�ction titles. With 20 new
summaries added each month, it’s easy for learners to self-select the titles
they want to read.

9

Towards Maturity (2015-16), Embracing Change
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HOW CAN

HELP YOU?

If the independent research in this white paper resonates with the
challenges currently facing your organisation, integrate Joosr alongside your
existing L&D provision to o韣�er more mobile, bitesize and self-directed
learning opportunities.
We o韣�er a range of di韣�erent enterprise products to help revolutionise the
way your team works, thinks and performs. Take an extended business trial
to give your organisation a taste of our platform.

Get mobile access to more than 250 Joosr eBooks every year, as well as
optional audiobooks, video content, gami韑�ed learning and engagement
metrics. Or take complete control with LMS integration, advanced content
creation and curation options.
Get in touch at hello@joosr.com - we’d love to discuss your L&D challenges
and how Joosr can help you.

