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The SkillSoft Learning Growth Model ™

A Blueprint for Integrating Learning into the Life of the Enterprise in

Executive Summary

During these critical economic times, it is important for the learning
professional to do both what is important and what is urgent. It is
essential that programs be closely aligned with the goals of your
organization. The need for increased talent will not go away due to
the current situation; requiring our entire industry to provide
additional justification and do more with technology-based learning
resources.

The SkillSoft Learning Growth Model was developed to assist you to
chart a realistic direction for your organization allowing you choose
to implement the right learning resources, at the correct time.
Using the expertise that SkillSoft has developed over many years
with our global customer base, this model can empower you to
communicate and enlist the support of other executives to
successfully deliver cost-effective learning programs.
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Growing talent is an organizational imperative
Some say that the discussion about learning as a strategic initiative is something akin to our
relationship with the weather—everybody talks about it, but nobody can do anything about it.
This is about to change (learning, that is, not discussing the weather).

Learning has had a history of change. Organizations throughout history have sought to do a
better job of delivering learning content. This noble mission began with the creation of
correspondence courses and since has evolved as various technologies available for delivering
learning have been made available as a result of the constant development of computers and
global networks. Only with the advent of the Internet do we have a dominant, low-cost delivery
method that is both virtual and scalable.

Business, government and academic organizations are changing more than ever. To keep up,
their learners must adapt, change and learn at every opportunity. Organizations, from small
start-ups to well-known global corporations must find ways to learn continuously or they will be
left behind. Paying careful attention to the talent pool is a proven way to stay on track, on time
and dealing with critical issues. We have identified some important trends that urgently
demand a progressive learning strategy for human capital within your organization.

Linking learning to goals
The current economy is demanding a closer fit between the needs and available learning tools,
as well as a faster transfer of skills into the workplace. This demand is leading to greater use of
online courses, books, virtual meeting tools, blended learning, portals, rapid development
tools, and a wide range of informal learning content. This change implies we are moving
beyond just increasing workplace skills and
moving toward the implementation of
significant strategic business competencies.
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Several organizations are now moving to online

provide focused learning resources that P S DO K S0
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address their immediate needs and deliver Vi)

measurable results.

Learners are changing L Slandadd Oplligl=
Many of today’s learners grew up using a PC. | Porills - COTNSES
The retirement of baby boomers will continue e
to reveal a pent-up demand from technology- ? ' ,
savvy younger learners seeking more self- 9plin 4 Jou Al &%
directed, technology-based learning Insifiiciors Doyypilesiels

resources. Since any significant
transformation in our demographics creates
‘people issues,’ learning professionals will
need to plan for this immediate and inevitable
change.
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Learning options are plentiful
Learning technologies are more robust and more complex than ever before. Surveys show that
technology integration is the single most difficult issue that learning departments face. The
learning manager’s role was once centered on the delivery of classroom content and now they
need to manage complex technology issues, as well. As learning becomes more embedded in
the daily flow of work, this technical complexity will only increase. The continuous push for
faster delivery of learning programs has made rapid deployment a top priority. Dealing with the
interface of business and technical requirements is demanding more executive leadership and
resources.
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Implementation of informal learning is essential
It is not enough to address formal learning needs; employees need access to instant
performance support. A few years ago, the words training and learning were considered
interchangeable; however learning is now honored while training is falling out of favor. Why?
Because training is usually pushed on the learner, while learning is something a learner
chooses to do. Just as Winston Churchill once said and what many knowledge workers will
likely repeat, "I love to learn, but | hate being taught.” Learning is in keeping with the
democratization of the workplace spawned by movements like Six Sigma and continuous
improvement programs. More and more decision making is passing from the manager to the
worker therefore requiring more and more access to informal resources such as online books
and expert articles.

The time is ripe for change
The current retirement of baby boomers’ has opened up the need for a new brand of training to
an audience (Generations X and Y, most are under 40) that will have very little patience for the
current reliance on traditional approaches to learning (classroom). The future demand for
training from this new group of learners seems clear. For example, the younger generation has
been described as ‘digital natives,’ while those who are over 40 have been called ‘digital
immigrants.’” And, the speed of change increases with each passing year. This rapidly changing
world necessitates the ability to unlearn and re-learn throughout one’s life.

Because of this huge shift to a larger base of younger learners, businesses will begin to focus
on the practical aspect of e-learning and its implementation through the predictable stages of
growth. Future growth and continued expansion of learning will occur as more and more
organizations learn how to successfully implement learning that generates valuable business
results. Whatever stages of learning evolution an organization might have achieved, it should
always question what blend of e-learning, classroom teaching and other tools work to increase
business results.

Moving beyond workplace skills
Most learning initiatives are centered on building general workplace skills, such as customer
service, IT-related or desktop, management, or communication skills. While this type of
training is extremely valuable, in many

organizations these efforts are still seen as
Build Organizational

overhead, which in turn forces an Advantage
overwhelming emphasis on efficiency and
. Increase Job

lowest cost, and not necessarily on Performance
increasing learning. This type of training 7 g EEITOnIE

o . . Lower Training 7 Focused
focuses on building tactical workplace skills Costs Hiust

usiness ,/ £

that sometimes have little impact on

L o Focused /
strategic initiatives. This is not bad or ,

. / Skills
wrong, but there is more that can be done S ——
to improve the impact of learning on the
business.

The emerging goal of corporate training departments is to provide business-focused learning
that directly addresses job competencies and fits business needs to provide solid return on
investment (ROI). Without the use of competencies, performance gains of any kind are
unlikely. These are the skills that drive bottom line results and the formation of best practices
throughout the organization.

To achieve the ultimate business impact organizations must make learning a competitive
advantage by focusing on the learners and their organizational skills, competencies and the
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knowledge they need to meet business goals. Examples of the types of organizations that have
been successful in doing this include large consulting firms which excel in using highly skilled
human capital strategies to create competitive advantage.

Leveraging maturity models
Multi-stage maturity models are an effective tool to guide you through the creation of a
program from its beginning stage to each subsequent one. All the time, changing and
improving without losing the achievements of the previous stage. These adaptable blueprints
have provided organizations with the guidance to better adapt new technology and monitor
their progress through each stage of change. Most models begin with tactical objectives and
then become more and more strategic as work moves forward through each of the stages.

Nolan’s IT model
Dr. Richard Nolan’s original model first appeared in the Harvard
Business Review in 1973. A further two stages were added to
the model in 1979. This is perhaps the best known model for
managing the computer-network evolution within organizations.
Since this successful model deals with the integration of
technology to enhance strategic business impact and
organizational learning, it seems to be a good model for us to
mention. As the Nolan model was used throughout the 1980s
and 1990s, it morphed from its original four stages to nine due
to the constant innovation in technology and leadership.

The Capability Maturity Models
Another very popular model is the CMM (Capability Maturity
Model) developed by Carnegie Mellon’s software group. CMM was designed to help software
development organizations achieve the greatest level of quality, efficiency and return on
investment from their products through streamlined process, communication and
measurement. Later on, the CMMI project combines three source models - Capability Maturity
Model, Electronic Industries Alliance Interim Standard, and the Integrated Product
Development Capability Maturity Model into a single improvement framework for use by
organizations pursuing enterprise-wide process improvement. The People Capability Maturity
Model is a great companion to the LGM.

Salmon’s Online Model
Dr. Salmon is a leading authority on e-moderating and works as a faculty member with the
Centre for Information and Innovation at the Open University Business School in Milton
Keynes, England. In her book E-Moderating—The Key to Teaching and Learning Online, she
defines a five-stage model of teaching and learning online describes the stages of progressing
towards successful online learning both for participants (learners) and e-moderators. This
innovative model describes how to motivate online participants, build learning through online
tasks, and pace e-learners through the various stages of learning and development.

SkillSoft Learning Growth Model
The SkillSoft Learning Growth Model was developed to assist our customers in planning for
what lies ahead for their organization. While there is no guaranteed way to become successful
with this approach, each organization must look at its history, competitive environment, skill
base, technology, mission and culture and then develop an appropriate learning structure and
style. Doing so, we must understand that the process does not end because change never
ends. The need for learning will always exist if performance is being improved.

Page 3

Sk,”s f,' SkillSoft Corporation © 2009



