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Learning 2018 was full of rich conversation,
collaboration, and exploration about The Future of
Learning – amongst 1,867 global learning colleagues.
We are honored to “Curate” a wide spectrum of
content, context, perspectives, video clips, illustrated
graphics, photos, and resources from Learning 2018
to share with our colleagues in the learning field.
Here is a short video that I made from my own notes
and observations at Learning 2018:
learning2018.com/observations.
We hope that you find the materials in this eBooklet,
as well as the open resources at www.learning2018.
com/curation, helpful, provocative, and stimulating.
We also hope you can be part of Learning 2019 or
participate in a MASIE Center LAB in the coming year.
Yours in learning,
contact: emasie@masie.com
twitter: @emasie
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A NOTE FROM

LEARNING
THEMES
BROOKE
THOMAS-RECORD
PROGRAM MANAGER:

The content at our annual Learning event reflects the current
and future opportunities, challenges, technologies, and workplace
realities faced by learning and development colleagues. It is a privilege
and incredible learning opportunity for me to work with our session leaders:
passionate and motivated learning professionals who volunteer to share their stories,
lead conversations, and demonstrate work taking place in their organizations.
Because our event focuses on all aspects of learning, we program roughly 200 individual sessions on a wide range of
topics in addition to the large main-stage interviews that Elliott conducts.
From year to year, we see content shifts, both in terms of what our colleagues in the field are eager to share as well as what
topics garner the most attendance at the event.
This year the most dominant of these included:
•
•
•
•
•
•
•
•
•
•
•

Learning Data Analytics, Measurement & Metrics
User Experience, Design Thinking & Behavioral Science of Learning
Learning Culture
Diversity, Inclusion, Belonging & Learning
Video for Learning
Learning Futures
Leadership Development
Curation & Learning
Chatbots for Learning
Learning in the Workflow (Performance Support)
Converting ILT to Scalable eLearning

				
				
				
				
				

There was also a noticeable uptick in the number of sessions that covered Virtual/
Augmented Reality and Artificial Intelligence/Machine Learning. Although these
technologies haven’t quite reached “critical mass” in terms of their use for workplace
learning, it was exciting to see more colleagues than ever before sharing their
experience in these arenas!

					
					

We hope this curated collection of resources will inspire and provoke you to think
of new ways to approach learning in your workplace – in 2019 and beyond!
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Allan Myers
Mobile Training Center
The “Hour of Code”
sessions at Learning
2018 created a buzz
that attracted
approximately 200
attendees. People
arrived early to claim
their space and we
heard many comments
that attendees were
enjoying being in the
role of a learner,
where they were
starting from the
beginning of a new skill.
My Bloomberg colleagues and I were happy to
host these sessions and share our learning
journey around transforming a department
through upskilling in technology and then
demonstrating the benefits to the broader
organization. The “Hour of Code” can be an
accessible and fun starting place for that
conversation with your employees, too; however,
the key to its success is framing it in a way that
makes sense for your organization. How would
you answer this question for your employees:
“Why should I care about learning to code?” Each
company may have a different answer, but it’s
critical to frame it correctly and then provide
additional resources and guidance.
Feel free to connect with us on LinkedIn
and send any questions our way!
-Suzanne Mulder, Sheil Naik,
Ben Zimmerman & Sophie Bristow
Bloomberg
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Learners who stopped by the
Allan Myers Mobile Training
Center overwhelmingly
commented on how realistic
the heavy equipment
simulators were with their
full-motion seats, large screens,
and the same controls that an
operator would see in a piece
of equipment. One of the
takeaways for the 300+ visitors
was an appreciation for the skill
needed to operate heavy equipment. There was also a
noticeable trend in conversation during associated
conference sessions around the focus on training front-line
workers. The emphasis seems to be on gaining skills and
competencies by using solutions like simulators and guided
OJT experiences. The use of simulators in training is not new,
but the spin Allan Myers brings to it is making the units mobile
and encouraging workers to spend paid time upskilling or
acquiring new skills – without having to travel to training or
learn outside the workplace. Based on the success that Allan
Myers has seen in our first year of upskilling using
simulation, we will be purchasing more simulators in 2019
to expand our craft training program.

- Jackie Bonner, Bruce Wilkinson & Bob Capps
Allan Myers

LEARNING DATA ANALYTICS/

METRICS/MEASUREMENT
Data Analytics for Learning is a key area of challenge and opportunity for changing
learning organizations and learning professionals. The skills and competencies in
this field are critical as we navigate and build the future of learning.
“I believe deeply that learning is a strategic
asset that drives business results even though
workplace learning initiatives often fail to
demonstrate how we deliver this impact. The
reason for measurement is simple: to inform
decision making, to prioritize future
development efforts, and ultimately to tell
our story to improve the credibility of the
function. As a discipline, we must look at the
metrics that really matter…not to us but to
the business we serve. It starts by only
implementing programs with measurable
outcomes and then building the systems to
track and hold people accountable for their
results. This goes way beyond the traditional
scope of L&D, but we must go here to remain
relevant. If you’re not sure where to start, look
to the data people in your organization. Take
them to lunch and find synergies. You might
be surprised at the partnership opportunity in
front of you!”
- Kathy Tague

Analytics is going to have a huge impact on the
future of Learning & Development! Being able to
access real-time data about what your learners
are doing, watching, reading, and consuming is
invaluable. It’s like real-time needs analysis! Whilst
analytics is a real buzz word in our industry at the
moment, the key is making sure that we are
prepared. L&D professionals are going to need to
“skill up” to understand data, how to
manipulate it, and how to turn it into actionable
insights for the business. The key is to start small:
pick a few small data points that you want to
report and show action on, and then expand out.
Too much too soon and the transformational
value of this will be lost. This is the future, so the
sooner we open our eyes to it the better!
- Sarah Lindsell
PwC

SESSION 211:
Learning Analytics: Strategy,
Implementation & Impact

Notes & Resources
Available Here!

The Guardian Life Insurance Company of America

SESSION 100:
Metrics & Measurement:
Evolve Your Strategy

Notes & Resources
Available Here!
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KEYNOTE PERSPECTIVES:

TARA DEAKIN
On the Future of Measurement:
“I have moved the models at TD Bank to full employee experience…we have a work enablement index at the bank which
talks about how easy we make it for people to do their jobs. Do we provide them with the learning, the tools, the process,
and the speed of decision-making to perform well? And we look at those measures as a mechanism for the Talent and
Learning function to say, “How well are we doing?” If they liked the muffin or if they liked the facilitator or if they were able
to take that one piece of tool kit, I’m not as interested in that…we’re trying to just fast forward to the end and really start to
couple our investments in learning with continuously listening to our employees to ask, “Are we giving them things again
to really get that enablement and performance?”

On Data Fluency:
“I think there is a core level of
data fluency that every talent
practitioner will need just to get
through the day in terms of how
to put insights together and really
understand the intersection points
between people who work in
technology…in financial services,
[we are using machine learning]
around screening candidates,
leveraging machine learning to
help us build predictor models
of potential and organizational
fit, and leadership to know how
can we go beyond an interview,
how can we go beyond a basic
assessment. There’s just so much
happening… education has been
slower, I think…to really adapt
technology, to adapt the notion
of personalized and individual
learning at scale, and to be able to
do things differently.”
- Tara Deakin

TD Bank & ATD Board Chair

5

USER EXPERIENCE/DESIGN THINKING/
BEHAVIORAL SCIENCE OF LEARNING
It’s all about the learner! User experience,
design thinking, behavioral science: the learner
is at the heart of it all. Learner-centered design
results in more effective learning experiences,
greater transfer, and improved performance.

USER EXPERIENCE &
LEARNING
By Andrea Wong, Google

A “user journey mapping exercise” based on data
drawn from talking to your users helps you
understand their touch points of interaction – with
people and/or technology, actions,thoughts, and,
most importantly, “feelings”: every single step of
the learning journey in a holistic, contextual fashion.
This way, you and your stakeholders can easily
see in one (and on the same!) page where the
gaps and opportunities lie.
And when I say every step of the journey, I mean
from the moment users hear about what they
need to learn (is it from an unhappy colleague, or
is it buried in an email without a statement about
clear advantages?) all the way to when they tell
their colleagues about it (“you can skip the last
half”) or apply it to their work.
It’s an amazingly rich journey tied to:
• Identity of the self as a learner (and emotions
about how good one can be)
• Perception about how this may interfere with
getting work done
• How this can take their career to the next level
My favorite takeaway (and there were many good
ones!) from the User Experience Labs I led at
Learning 2018 was hearing many attendees who
had participated in the labs saying, “We don’t
know our users – our learners – as well as we think
we do. We need to do better.”

NUDGE: USING BEHAVIORAL
SCIENCE TO FACILITATE LEARNING
What drives attention to learning, and how do we turn
learning into a habit? Our learners are overwhelmed with
hundreds of decisions a day. They are heavily influenced
by what is known as System 1 thinking (i.e. relying on
intuition and emotion, falling to the auto-pilot mode of
decision-making when cognitive resource is scarce). The
ways people behave are also prone to many cognitive
biases. To make learning behaviors stick, consider this
INSPIRED behavioral science framework, blending
psychology, neuroscience, sociology, and economics to
nudge learners towards better choices,
SESSION 530: Gentle Nudges for
Better Learning Outcomes:
Behavioral Science of Learning

Notes & Resources
Available Here!

and click here for a behavioral science toolbox for
learning. Hopefully it sparks ideas about questions for
you to ask and types of innovation to pursue!
- Gloria Tam

Minerva (formerly Yale University Center for Customer Insights)
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THOUGHT LEADER PERSPECTIVES:

RICHARD CULATTA
The traditional approach to learning
design was instructor-centered. It
started with this question – “What
information needs to be presented to
the students?” – and limited design
decisions to choosing which content
was included in any given course.
Increasingly, we are seeing a shift away
from that traditional view towards a
learner-centered view. This approach
starts by asking, “What are the

experiences the learners need
in order to be successful?”

It leads to considering all possible
learning opportunities, extending well
beyond a course to include
conversations, collaborations, and
curation of learners’ own learning
materials. Learning opportunities may
need to be broken into smaller
segments to fit more seamlessly into
other job responsibilities. But, above all,
learning based on user experience
recognizes that all employees learn
different things in different ways at
different times – and allows for this
customization in design of the learning
activities.
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Richard Culatta
Super Session 200
User Experience &
Design Thinking
to Reimagine Learning

Culture

LEARNING

Learning culture is a hot topic that’s often talked
about but hard to define. It seems that every
organization wants to become a “learning
organization”, but the road to achieve that goal
is often paved with good intentions and waning
efforts. How can an organization change its
learning culture and make that change stick?
Does it start from the top-down? Bottom-up? In
the L&D function? In the lines of business? All of
the above? Surely this will be a hot topic in the
next few years!

TRANSFORMING THE CULTURE OF
LEARNING @ BOEING

The workplace of today is rapidly changing due to disruptive
technologies and an increasingly competitive landscape in the
market. It is imperative that we transform ourselves in order to drive
a learning culture that more effectively and efficiently prepares 21st
Century learners to adapt and respond to elevated expectations
and changing skills needs of today and the future.
In our organization, we are disrupting ourselves to advance our
future by:
		
		

• Listening		
• Re-structuring

The key to learning culture is for
L&D teams to have a low ego and
a high degree of curiosity. If we
truly want to push learning as close
to “real-time” as possible, we have
to know when we’re the right people
to provide solutions, when what’s
best is to point people elsewhere
and, of course, to always put the
needs of the business first, the
learner second, and the L&D team
last. Leading from behind is key to
transfer ownership and accountability
to the learners we serve.

- Mike Rognlien

• Co-creating
• Transforming

multiple hats management

Along the way, we’ve learned some critical keys to success!
1. It Starts from the Top.
2. Change agent in charge.
3. Knowing your “Secret Sauce” is as critical as knowing
what it’s not.
4. There is no one-size-fits-all answer.
5. Beware the rest of the iceberg.
6. Core up – redundancy kills.
7. You can’t teach a drowning man to swim.
8. Change management—early and often.
9. Be realistic.
10. Get help!
SESSION 110: Transforming
11. Just Do It!
- Brad Fisher & Kim Nesland
Boeing

the Culture of Learning

Notes & Resources
Available Here!
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SESSION 201: Driving Diversity,
Inclusion & Belonging: Learning &
Talent Development

Notes & Resources
Available Here!

In many organizations, the
Diversity & Inclusion (D&I)
function has operated
independently of the L&D
function, but that is starting
to change. As organizations
increasingly recognize that
diversity in the workforce/
workplace leads to improved
performance and profits,
Learning is partnering with
D&I more often to address
how unconscious bias and
other behaviors impact
employee performance and
the business’s bottom line.

It is an exciting time for the learning
community to take a leadership role in
driving Diversity, Inclusion & Belonging.
Our organizations are realizing that this
focus is both a cultural obligation and an
economic opportunity. As learning professionals,
we have unique touch points with our workforce over
the employment lifecycle – as curators of orientation and
onboarding, new manager training, high potential programs, and
processes like engagement surveys and succession planning. We
are uniquely positioned to grow awareness around diversity and
representation, and to build skills around inclusive actions and
behaviors that will create engaging cultures where people feel they
belong. Ultimately, that will drive better workplace results. Let’s stop
thinking about “diversity training” and start thinking about weaving
D&I throughout our key programs and initiatives.

I

- Jayzen Patria

MASIE Learning Fellow
SESSION 821: Diversity,
Data & Learning: Real Talk
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Notes & Resources
Available Here!

SESSION 541: Don’t Just Check
the Box: Partnerships with
Learning & Diversity

Notes & Resources
Available Here!

for
Video is everywhere! Learners have become accustomed to accessing short
tutorials to learn new skills and for “performance support” in their personal lives, and
they want that same experience at work. Some organizations have invested heavily in
time and resources to create highly produced video for learning, but, as we all know,
“good enough” video can be recorded from the palm of our hands with little to no
production cost required.

With the latest technology, particularly smart phones,
video is easier than ever to produce. However, just
because our technology has improved does not
mean our technique has evolved alongside it.
Professionals in the learning field are encouraged to
pinpoint both instructional objectives (what should
the learner know or be able to do at the end of the
video?) and emotional objectives (how should the
learner feel after watching the video?). By doing so,
this ensures that the video’s format, script, and visuals
will achieve the objectives.
Learning professionals should also storyboard
the video in addition to writing a script. This
allows learning professionals to identify the most
important shots and visuals that need to be
captured during production. This can be done with
basic tools like a pen and pad of sticky notes or using
simple visuals in PowerPoint.
For more information on video production, check out
this guide.

SESSION 500: Learning
Video Design:
More than a Talking Head

Notes & Resources
Available Here!

714: Lights! Camera! Learn!
The Nuts & Bolts of Learning
Video Development

Notes & Resources
Available Here!

- Erick Marmolejo & Randall Hallman
The Kellogg Company
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LEARNING

FUTURES

We all know that learning and learners are changing, and so is the world of work.
Learning professionals are navigating through a sea of content, technology, shifting
priorities/roles, busier learners, fast-paced business needs, and more! How will
workplace learning evolve and what will the learning professional’s role(s) be as we
head into 2019 and beyond?
When I began training in the 1980s, our model
of workplace learning was simple. We created
courses and we delivered them. Thirty years later,
the ways we learn at work are more varied and
complex, and so, too, is the working world. Usually,
business pressures do not allow us time to
develop courses, let alone to deliver them in a
classroom. At the same time, quality performance
and relevant skills are more needed than ever.

Tara Deakin
Super Session 401
The Future of Talent Professionals

What is the profession to do?
The only way L&D can play its full role today is to
ambitiously expand its skill set into the consultative,
technical, and strategic arenas, to work to
understand data focus on performance, and to
partner with the rest of the organization. How? First,
network with other L&D professionals to see who’s
doing great work. Second, understand your current
skills coverage, using free tools like the LPI
Capability Map (http://bit.ly/LPI-CM). Once you
have your benchmark you can set regular targets
for improvement.

SESSION 401: The Future of
Talent Professionals

Notes & Resources
Available Here!

- Donald H. Taylor

The Learning and
Performance Institute
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Super Session 600
Building the L&D Department
of the Future

SESSION 600: Building the L&D
Department of the Future

Notes & Resources
Available Here!

Accenture’s research into
Learning in the Future led
to eight key findings:
• Self-regulated, self-motivated learners will forage
for knowledge, experience, and connection
without regard to institutional boundaries.
• Neuroscience advances will drive more
impactful and efficient learning experiences
leading to brain-friendly learning.
• AI, machine learning, data analytics, and sensors
will make possible personal, not just
personalized, learning.
• “Experiential pedigree” combined with engaging
teaching will be more important than
“educational pedigree” for learners.
• A tighter fusion between work and learning will
enable individuals and organizations to thrive in
the face of rapid change.
• Human curiosity combined with time pressures
will demand discoverable, multi-use, intelligently
tagged, right-sized content.
• Digital will increase the value placed on social
interaction and enhance our ability to make the
right human connections for learning and
performance.
• Storytelling and gameful engagement aided by
immersive technologies (AR & VR) will capture
hearts and minds, but so will low-tech options.
- Dana Alan Koch

SESSION 930: Learning in 2025?
Let’s Imagine Together!

Notes & Resources
Available Here!

“LEARNING in

2025?

led by Bob Mosher

LET’S IMAGINE

TOGETHER!”

FUTURE VISION

• Everyone in company is a learner
• Everyone has something to teach and share

• Learner Driven
• Shorter attention spans
• Digging deep and researching is a thing of
the past that we need to bring back to make
connections versus just providing the quick
answer
• Learning is everywhere
• Just in time, at your fingertips
• Remote or virtual training (& VR)
• Architect of their own careers
• Learning at the moment of need or desire
• Learners are looking for knowledge rather
than waiting for it
And more!

Accenture

SESSION 510: 40+ Views of
Learning in 2020 & Beyond

Notes & Resources
Available Here!
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Curation
& Learning
Curation remains a hot topic and
buzz-worthy word in learning. In fact,
many in our field advocate for all learning
professionals to view themselves as
curators vs. creators. And, just as
learners curate content in their personal
lives, many believe they should curate
their own workplace learning. The reality
is, given today’s pace of business, L&D
can’t keep up as the designers,
developers, and deliverers of all the
learning content employees need. There
must be a balance of curation and
creation, and that balance is likely unique
to each organization. Several content
catalogs and platforms are on the market
to help companies achieve their curation
goals, but such investments aren’t realistic
for everyone. There are still many
organizations leveraging more grassroots,
low-cost curation approaches.
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Elliott Masie
Super Session 700
Curation & Learning:
Optimizing & Recommending Content

CURATION –

OPTIMIZING LEARNERS!
Our learners are swamped with content from every
angle. There are almost endless offerings from the
Learning Department, Corporate Communications,
Compliance Units, Licensed Program Collections,
External Curated Resources (e.g. TED or YouTube) as
well as social content from colleagues in and outside
the corporation.
Our learners want and need Curation! In a nutshell,
that is the Optimization of content, context,
collaboration, and other resources.
Learners don’t want more content: they want help in
choosing, rating, timing, and leveraging the
resources that are available. Don’t send them a larger
list of 10 more videos or eLearning modules. Provide
them with ratings, rankings, recommendations,
contextual framing, and even clearer choices of
media formats.
Curation requires both the organization and the
learner to shift their approaches to the avalanche of
content. Learning Producers must create a taxonomy
or framework to tag, rank, and organize content as
it is created or leveraged. Learners want to be able
to find and assess the value of a resource before
spending wage minutes (or hours) experiencing it.
Compliance departments want to keep content fresh,
“kosher”, and aligned with risk management.
Managers want learners to spend more time as
workers – rather than students – with the right content
at their fingertips in their moments of need.
Curation was explored at Learning 2018 and will be a
major focus for The MASIE Center in 2019!

LEADERSHIP
DEVELOPMENT:
Leadership development is a perennially popular topic at
our events. As learners, business, technology, and the world
at large change, organizations need strong, capable leaders at
the helm to successfully guide their businesses and workforces into the future.
Leaders can make or break a company in so many ways. It is critical to invest in their
ongoing development!

WHY LEADERSHIP
DEVELOPMENT IS A
GREAT INVESTMENT
Leaders build workplaces that are either
life-enhancing or toxic. They can support or destroy
their staff. Leaders build value and they can eliminate
value. Investing in the development of leaders is
the best way to ensure better workplaces and more
productive staff; therefore, leadership development
should be an essential component of any well-run
organization big or small.
From research dating back to the 1970s we know
that intrinsic motivation works far better than extrinsic
motivation. We know that employees who are lucky
enough to feel a sense of purpose in their work deliver
more than their less motivated colleagues.
Discretionary effort is the unique gift of the individual.
Only the individual can choose to offer or withhold
the extra effort that transforms an organization from
competent to exceptional.
SESSION 800: Leadership
Development: Radical New
Approaches

Notes & Resources
Available Here!

There are three essential components that will define
the success or failure of any leadership development:

1) Ensuring that leadership development is a

continuing process: not an isolated event. The aim
should be to create the motivation and the
know-how in a leader to want to build a lifelong
process of self-development.

2) Middle managers can obliterate the impact of

good leadership. Their work is a critical part of the
leadership process and they must be brought on
board.

3) Leadership development is about exposing

leaders to challenging experiences that help them
viscerally understand how they should behave.
They need help to change and should be
supported so that the change sticks – not for a few
weeks or months, but permanently.

The best leaders make a huge difference, but every
leader can make a positive impact if they are given
the chance and opportunity to develop the right skills,
capabilities, and mindset. Being a leader is a
significant responsibility; organizations ignore that fact
at their peril.
- Nigel Paine

MASIE Learning Fellow
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Chatb ts

LEARNING

FOR

Chatbots are emerging as a viable
solution for a range of inquiry-based
scenarios – including workplace
learning! L&D is just starting to
explore, experiment with, and assess
the roles that chatbots can play. We
even experimented with a chatbot
(aka LearnBot) at Learning 2018 to
provide participants with information,
advice, and even random
suggestions. Using SMS Text,
Facebook Messenger, or a web
browser, Learning 2018 participants
were able to ask LearnBot questions
(e.g. What learning experiences are
scheduled right now? When is the
Learning Genius Bar open? What’s a
random session that might peak my
interest?). LearnBot provided short
bursts of information in 2,222
conversations with participants!

“Chatbots are full of potential for L&D. Learning
professionals should think beyond Q&A to more
value-added functions for learning, such as the “coach
bot” to support learning transfer post-training that we
are testing at P&G. With each test we learn more about
what will work and how our employees will perceive it.
It is relatively inexpensive to build and test a chatbot
for proof-of-concept. By starting early and learning
over many iterations, L&D can be ready when the
chatbot technology matures and users are more
accepting of a bot.”
- Amanda Lutz
P&G

Notes & Resources
Available Here!

“Chatbots are the bright and shiny new
things. They are also high risk and high
reward. As a curator of your learning, you
must help your leadership decide what
values are important to preserve within your
organization and ensure that your chatbot
doesn’t contradict those: it should
complement them! You are trusting your
customers with a computer program. Test
and align chatbot behavior with your
organizational goals, retest, and repeat.
In addition, chatbots must be a long-term
organizational commitment that go beyond
development to include maintenance.
Technology and SME resources are critical
to maintain their relevance, accuracy, and
sustainability. A dated chatbot is a dead
chatbot.”
- Misty Mizzoni
Florida Virtual
School
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SESSION 112: Chatbots for
Learning: P&G’s Coaching Pilot

SESSION 612: Chatbots:
Personalized Learning
Assistants
Notes & Resources
Available Here!

As learners have less time for learning that takes place away from their desks/work
spaces, it becomes increasingly important to help them access learning in the
workflow and performance support in their moments of need. This concept has
gained acceptance and popularity in many organizations and continues to grow
today. We are excited to see how it evolves in the coming years!

PERFORMANCE
SUPPORT/WORKFLOW
“The workflow is the most powerful environment in which to learn! So,
why doesn’t L&D focus more of its attention there? Two reasons: first,
we have never been taught how to design for the workflow. Second,
we are very focused on training vs. performance. That’s not to say that
our deliverables don’t ultimately support performance; it’s just not the
primary focus. Where and how do we start to make the shift? There are
5 moments of learning need that we need to ultimately support, and
the most powerful is the moment of APPLY. If we design for APPLY first,
our deliverables will be dramatically different. Next, we need to
understand that performance support is the delivery modality of apply,
just like the classroom and eLearning are the modalities of training.
Shifting our focus and deliverables will dramatically impact our ability
to support true performance in the learner’s moment of need.”
- Bob Mosher

MASIE Learning Advocate
SESSION 400: Moment
of Need: From Training to
Workflow

Notes & Resources
Available Here!

Bob Mosher
Super Session 400
Moment of Need:
From Training to Workflow
SESSION 117: Performance
Support/On-the-Job Learning
101: Getting Started

Notes & Resources
Available Here!
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Scalability of learning is a key concern
for organizations large and small. For
a variety of reasons (e.g. cost savings,
time savings, shifting business
priorities, learner evolution, etc.) more
L&D functions are looking for ways to
convert successful instructor-led
learning experiences into eLearning
that can reach more people
simultaneously. But that process of
conversion isn’t always a simple one
and there are many considerations
(e.g. design, tools/technology,
audience, etc.) that should be taken
into account.

CONVERTING INSTRUCTOR-LED TRAINING (ILT)
TO SCALABLE ELEARNING
Modern learners want timely, personalized, quality learning solutions. How can this need be fulfilled without
having learners physically present in the classroom and how do we enable instructors to update and refine
content “on the go”? How can an ILT experience be emulated in eLearning?
We need new design approaches to re-architect existing ILT into eLearning that includes all the elements of ILT.
Learning professionals need to think in that direction and enhance the online learning experience for modern
learners. eLearning provides solutions to the challenges of SME availability for training delivery, cost savings,
just-in-time training, and scalability.
Key Points to Remember:
• Change your mindset from modality conversion to architecting a virtual learning experience
• Adopt an end-to-end iterative process and agility to continually improve deliverables
• Use in-house talent, instructors’ knowledge, colleagues’ acting skills, and existing tools creatively
Additional Points of Consideration:
• What are your reasons for changing the learning modality?
• Conduct needs analysis for both the business and the learner
• What methods do you currently use to tackle the challenges of delivering an ILT? How do those translate to
the challenges of delivering eLearning?
• Should you also convert non-technical training to eLearning?
SESSION 911: Converting
Instructor-Led Training (ILT) to
• What tools – existing or new – will you use?
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– Gurudatt Dixit and Kavyamrutha Xavier
Dell EMC Education Services

Scalable eLearning

Notes & Resources
Available Here!

for LEARNING

Virtual Reality:
Increasing Speed to Competency
Learners’ needs and technology are constantly changing
in the L&D space. Virtual reality is here, and there are VR
tools that can be effectively used to speed up the transfer
of abilities into competencies (flight simulators are the best
examples). Costs are coming down and it is widely accepted
that gaming can be a powerful learning tool. The question is,
when does it make sense to invest in VR and use it for L&D?
At Axalta, we have found that VR provides a high level of
motivation and the learner gains competency much faster
than with conventional training methods that, in our business,
require time to set up and clean, leaving only a fraction of the
time left for hands-on skills development. For us, VR speeds
up competency from months or years of practice to just
hours or days to ultimately perform the required task.
And, there are many other reasons to use
VR for learning, including safety,
muscle memory, and scenario-based
training. VR in L&D will be much
more prominent in the years to
come. You can either lead the
way or play catch-up later.

- Bob Pittenger
& Steve Hamaday
Axalta

SESSION 545: Virtual Reality:
Increasing Speed to Competency

Notes & Resources
Available Here!

While VR/AR for Learning hasn’t
necessarily reached critical mass across
all industries, there are more and more
examples of how organizations are
strategically using these technologies in
workplace learning, often to reduce
risk/harm to learners. As more use cases
are proven for additional benefits (e.g.
cost savings, increased speed to
competency, skill building/practice,
role-play, etc.) and as the costs of VR/AR
technologies come down, it will be
interesting to see how “mainstream”
they become.

VR & LEARNING
Virtual Reality (VR) opens up a new set of engaging
tools for learning professionals. The excitement is not
misleading. By engaging people in something like
safety training, you can put people in hands-on
situations, doing actions they would do in the field,
addressing dangerous situations with reality-like
consequences; yet, they will stay safe with no harm to
them or to equipment. The costs of developing
content are lower than an on-the-job injury for most
safety programs in manufacturing, construction,
facilities, and utility work. As learning professionals,
we know that learning by doing with real-time
feedback is more effective, with greater retention.
As the data comes in, an ROI is clearly emerging.
Now is the time to expand our learning
professional toolbox with the addition of VR. Our
project was a success and based on our
experience, we expect more to come.
- Nathan Shehorn,
Adva Goldman &
Sensen Li
Intel

SESSION 216: Implementing
Virtual Reality (VR) to Improve
Safety & Learner Retention

Notes & Resources
Available Here!
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KEYNOTE PERSPECTIVES:

“Stories are what we
remember, and a really
great teacher is also a
great storyteller, because
that makes it easier to remember
things, I think, when you hear a
story. And of course, that was my
whole life, really. That’s what I made
my career out of, with stories, by
becoming a librarian; both by
being a teacher and a librarian.
And I still love to read, and
George is a great reader as well.
We read every single night, and
now of course we read on our
iPads. It’s been terrific to be able to
download a book in 35 seconds!”
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“I’ve always been a reader.
My mother loved to read
and, of course, she taught
me to love to read. And
I made my career out of
that love of reading,
became a teacher, and
then a librarian. So
that’s really how
I learn, I think. I learned
by reading and I learned
by looking, I’m a
visual learner.”

“I believe that literacy is an essential foundation
for democracy, and from my own experience as
a reader and librarian, I know that books have
the power, not just to move people as
individuals, but to shape our journey as a
nation. Look at “Uncle Tom’s Cabin.” Abraham
Lincoln once greeted Harriet Beecher Stowe
by saying, “So this is the little lady who made
the big war.” Look at “To Kill a Mockingbird,” a
novel that’s enshrined for generations, an ideal
of American decency and conduct, and whose
author, Harper Lee, President Bush and I were
honored to receive at the White House. For me,
reading is not just a cause I selected as First
Lady. It’s one of the guiding passions of my life.
I know that if every child is educated, our
country, and our world, will be more stable and
prosperous.”
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KEYNOTE PERSPECTIVES:

“I was not the kid who loved
high school or middle school,
but college, I loved. And it
was a rigorous, difficult
program, I decided to major
in theater and years later,
I realized that really what I
majored in was empathy. And
so, that’s my favorite thing
about storytelling. It is seeing
the world from a different
perspective. It all... Playing
a character in these stories,
it always changes my life. It
makes me better, it makes me
more compassionate.”

“What
“What I’ve
I’ve learned
learned is
is that
that II can
can take
take and
and will
will
take
take advice
advice from
from anyone,
anyone, anywhere.
anywhere. ItIt all
all makes
makes
me
me better.
better. Even
Even ifif II have
have aa difference
difference of
of opinion,
opinion,
II wanna
wanna hear
hear it.
it. What
What do
do you
you think?
think? I’m
I’m gonna
gonna
roll
roll that
that around.
around. I’m
I’m gonna
gonna roll
roll
that
that around
around and
and either
either I’m
I’m
gonna
gonna use
use itit to
to make
make me
me
better
better or
or I’m
I’m gonna
gonna use
use
itit to
to make
make me
me sharper
sharper
in
in some
some way.”
way.”
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“What Lin [Manuel Miranda] wanted us to
do, I could feel it through what he’d written,
was that we were supposed to be as bold
and as brash, and as lustful and as fiery,
and ridiculous and brilliant as the men and
women we were portraying. That’s all we
had to do was to bring all of ourselves to
these people and live a full life on that
stage and then we would inspire kids, we
would inspire people to do their own
research, right?”
“I think the long-lasting legacy of Hamilton is that it has set a table
for people to sit around and have deeper conversations. There are
people that all love this thing. People my age share the show with
their children and their parents. There’s not a whole lot of things in
our society that we share across generational boundaries that way
that we share across political lines and cultural differences. So once
we sit at the table and we’re like, “Oh, we all love Hamilton.” “Great,
what else can we talk about?”

“About six years ago, I was seriously
contemplating quitting the business. I was just
tired of the roller coaster…I sat down, I met
with a mentor, not to figure out how to be a
better actor or how to be better in the
performing arts industry…I really was looking
for career coaching, for some career advice,
how to take these skills and figure out
something else to do. I didn’t know if I was
gonna be in the hospitality industry or as an
agent or a casting director, but I wanted out.
And he looked at me and he heard everything
I said, and he said, “Okay, you can quit. We can
talk about that, we can talk about ways for you
to transition, but I’d love to see you try first.”
And I’m 30 years old. I’d been on Broadway
by then, I’d been on television, I’d done
movies. “Try? What do you mean try? What do
you think I do every day? But tell me more”…
he was just showing me all the ways that I
could stay in this thing that I loved. Yeah, just
try a little bit better, try better. So that really was
the central lesson in the book.”

“There’s a great amount of
discomfort in facing failure
but I also know that it will
grow me. I also know that all
of the best things in life, all of
the things that I want, are on
the other side of my fear, and
so I run toward it now.”
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KEYNOTE PERSPECTIVES:

“When it just comes to learning, here's my biggest takeaway. I wish
somebody had told me [this] before I was 50. Our cognitive abilities
do not remain constant throughout the day. Our cognitive abilities
are not static throughout the day. Our cognitive abilities, our brain
power changes throughout the day. It changes in predictable ways.
It can change in dramatic ways. So the difference between the daily
high point and the daily low point can be enormous. And the best
time to do something depends on what we're doing. And so even
knowing that can allow us to make better, smarter decisions
about everything from onboarding to when we schedule
meetings to when we have a workshop to how we have exit
interviews to how do we survive mid-life.”

“Students in Denmark take standardized tests as students do here in
the United States...they take their tests on computers. But the typical
Danish school has more students than computers. So, everybody
can't take the test at the same time. As a consequence, the students
are randomly assigned to take the test at different times of day… and
also at a very large scale: two million Danish test takers. Some of the
kids take the test early. Some kids take the test late. Some kids take
the test in the morning. Some kids take the test in the afternoon. Kids
who took the test in the afternoon scored
as if they'd missed two weeks of school.”
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“Our days basically map to three big stages:

a peak, a trough, and a recovery.

And we do better at certain kinds of tasks
at those different times of day.”
“During the peak…that’s when we should be doing
our analytic work…analytic work is work that
requires heads-down focus and attention. The key
psychological attribute of the peak is that that’s
when we are most vigilant. Vigilance means we’re
able to bat away distractions.”
“During the trough, you should be doing your administrative…work that doesn't require massive
cognitive brain power, doesn't require a heavy cognitive load. Answering your routine email, filling out
your TPS reports, whatever you're doing there.”
“Now the recovery is a very interesting stage here…for most of us, late in the afternoon. That's when our
mood goes back up, but we're less vigilant. So think about that for a second. Think about it from a learning
perspective, 'cause I think you guys can grok this. Your mood is higher, but you're less vigilant. That makes
it a good time for another set of problems, what social psychologists call "insight problems." Insight
problems are problems that have a non-obvious solution, that they don't bend to mathematical logic.
Think about something like brainstorming.”
“What we all have to be better at is being better observers of our own behavior…like, "How do I feel
right now?"...There's some techniques to actually sort of record that and say, "When am I at my analytic
best? When do I flake out? How long do I need to go before a break?" And between the broad design
principles and people being observant and personalizing, it can actually make a big difference in how
much and what kind of work you get done.”
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Lumina Foundation and
The Learning CONSORTIUM
are partners in a growing
effort to bring employers to the
table – to learn, to share, and to take action.
Participants hear from us at Learning 2018,
discussing competency-based education,
credentialing, upskilling, and talent
investments. We are excited to connect with
you going forward! To stay in touch and be
part of Talent Labs – a 2019 initiative for
business partners to come together, solve
problems, and scale solutions – complete this
brief survey.

MOST POPULAR
BOOKS SOLD AT ATD
BOOKSTORE
Most popular AFTER Laura Bush,
Dan Pink, and Leslie Odom, Jr.
books.
This Is Now Your Company, by
Mike Rognlien
StoryTraining,
by Hadiya Nurridin
Millennials, Goldfish & Other
Training Misconceptions,
by Clark Quinn
Play to Learn,
by Karl Kapp

			
			
			
			
			
			

McDonald’s is investing in
upskilling its workforce!
Watch this video to hear
from CLO Rob Lauber and
see actual employees
explaining how McDonald’s
upskilling efforts are
impacting their lives.

“Sneak Peek” Report of MIT’s
Neuro-Complexity Research Findings
This is the first set of analyses conducted by the MIT
Research Team. A more detailed report will be shared
here soon!
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Evaluating Learning and
Development, by Nick Van Dam

Showcase Sponsors
Present yourself. Authentically.

Performance. At a higher level.

V

C VEOlearning

SHAMBAUGH
L E A D E R S H I P

For website info and videos from these sponsors, visit:
www.learning2018.com/supplier-showcase

26

SAVE THE DATES

Registration Opens in Early 2019

MASIE LAB : SARATOGA SPRINGS, NY

Learning LABs

• Saratoga Springs, NY
• Across United States
• Global: China, Japan & Canada
• Custom In-House LABs

2019 LEARNING LABS:
Elliott Masie’s

JANUARY 29-31

SARATOGA SPRINGS

FEBRUARY 27 - MARCH 1
SARATOGA SPRINGS

Productions

Learning CONSORTIUM
ELLIOTT MASIE

BRIEFINGS &
KEYNOTE PRESENTATIONS

theprommusical.com

www.masie.com

SPRING 2019

