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This LAS Insights episode can be found at https://www.las-hq.com/las-insights-covid

What are LAS Insights?
LAS Insights are free twice-yearly interactive documentary ‘episodes’ focusing on
different BIG topics that relate to work and learning. Why are we doing this? This is the
stuff that will sideswipe Learning and Development (L&D) as an industry while we’re all
too busy to look up from the daily grind. LAS Insights takes an unashamed look further
ahead, but links this back to the present and what we all need to do NOW to prepare.

The process we followed
In this first LAS Insights ‘episode’ we sought to define L&D's part in helping the world
recover from and live with Covid long-term. To do this we investigated five ‘megatrends’
that impact work and learning. We did this via our own research and input from industry
experts, customers and participants at our LAS Insights: Covid event.

Megatrends are global social, economic, technological or political trends that can only be
disrupted by a large-scale global event - a meteor strike, nuclear war, earthquake or
pandemic for example. We investigated the pre-Covid trend of each megatrend and how
the pandemic looks to be impacting it. We then used this data to project forward 3-5
years into the future to imagine what work is likely to be like. We considered what L&D
departments would need to do to support their organisations in that likely future, before
rewinding back to the present to identify what L&D departments should be doing now to
prepare.

What we found
In the table below we summarise our findings on the five megatrends we investigated.

You can find the in-depth content on each of the megatrends here:
https://www.las-hq.com/las-insights-covid
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Megatrend Pre-Covid trend Post-Covid trend

Climate change A warming climate irrefutably
driven by human activities

Despite global lockdowns there was little
long-term change to this megatrend. There
is some hope however that we will choose
to build back greener.

Digitisation Increasing automation and
digitisation across all areas of
human activity

Covid has accelerated this megatrend by
3-7 years and now that organisations have
seen the benefits of digitisation, this
increased pace of change looks unlikely to
decrease.

Population growth Population growth varies greatly
geographically and projections of
future population size vary widely

Covid has had a significant short-term effect
on population growth with the UK expected
to experience a ‘baby bust’ in 2021 as fewer
people have children because of economic
uncertainty.

Life expectancy Life expectancy has been increasing
steadily for the last century though
the rate of increase has slowed
since 2011

Covid has caused the biggest decrease in
life expectancy since World War II, with
poorer people being disproportionately
affected. It is uncertain whether we will
return to the trend of growing life
expectancy.

Urbanisation People were moving to urban areas
at a rate of 1.5 million per week

With increased remote working people are
moving away from cities. Subsequently the
use, look and feel of urban centres are likely
to change.

Vision of work in 3-5 year’s time
Taking account of our findings on these megatrends we then used a logic chain to
imagine the near future of work; each step being a small logical step on from the last.
We considered what L&D will need to do 3-5 years in the future to support these
changes to working practices and identified the first steps to take now (early 2022) to get
on the right path.

You can see a Miro Board of the logic chain on the following page or here:
https://miro.com/app/board/uXjVOdr84og=/?invite_link_id=220900771146
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Expected 
future of work

(3-5 years 
time)

People will 
work remotely 
more than they 

did

Remote / virtual 
will become the 
norm, not the 

exception

Will need to 
justify 

something 
being in- person

Carbon costs 
will become a 

common
consideration

'Hybrid' 
working will be 

the norm

Move away 
from 

presenteeism
and towards 

output

Greater focus 
on 

performance

Increasingly 
flexible working 

in terms of 
days and hours

BUT potentially 
longer hours

Mental health 
and wellbeing 
an increasing 
consideration

Begin to measure 
and report upon 

the carbon saving 
of your learning 

programmes

Flexible / 
remote 

learning must 
still be social, 
not isolating

Develop the 
skills for 

interactive 
virtual delivery

Ensure there is 
time and 

mental space 
allocated for 

learning

Start designing 
learning provision 
that is increasingly 
flexible and 24/7, 
not anchored to a 
particular location, 

time or date

Start measuring 
what is working 

and building 
upon that

Begin to focus on 
performance, not 

learning.
In the workplace; 
learning is a route 
to performance.

What L&D 
will need to 
do THEN to 
support this

All learning 
experiences 
are flexible

Virtual / 
remote 

learning is the 
starting 

assumption

L&D report on 
how their carbon 

saving contributes 
to  organisational 

targets

Learners do not 
tolerate a learning 
experience being 

second class 
because it's 

virtual / remote

Every learning 
programme has 

performance 
outcomes, not 

learning 
outcomes

The impact of 
every training 
experience is 

measured

Learning 
experiences 
are available 

24/7

Learning 
support is 

provided over a 
longer working 

window

Learning time 
is scheduled, 

protected 
and valued

The steps 
L&D can 

take NOW 
to get there

What Covid means to the future of work and what L&D need to do 
differently NOW to prepare for it

1 2 3 4 5 6 7 8 9 10
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Below we step through the logic chain and L&D future and present actions
sequentially.

Logic chain steps
1. People will work remotely more than they did - already we’re seeing structural

changes in how and where people are working and now organisations have
seen that people are as effective at home as in the office, those large,
expensive premises look like an easy cost saving.

2. Remote / virtual will become the norm, not the exception - people will no
longer need to argue their case for working from home. Collaboration tools will
continue to improve making it easier and less lonely to do so.

3. You will need to justify a particular human interaction being in-person -
travelling miles to sit in an office to go through your email will no longer be
acceptable. Offices will become places for team working, idea generation and
problem solving. Tasks best done in silence alone will be done at home.

4. Carbon costs will become a common consideration - very soon organisations
will set carbon budgets and departments and employees will need to consider
how they contribute to that. We can see employees having carbon budgets in
the same way they have training budgets now.

5. 'Hybrid' working will be the norm - ‘hybrid’ is very much the word of the
moment. The idea is that employees can engage and contribute equally
regardless of whether they are physically in the office or working from home. In
practice; this is very hard to do and organisations are scrabbling to develop
new working practices. We expect to see many platform vendors adding the
word ‘hybrid’ to their products without improving / enhancing the
functionality. Buyer beware!

6. Move away from presenteeism and towards output - it would be nice to think
we were already there on this one, but in practice many people still don’t trust
their employees if they can’t see them. In our experience you get what you
expect - if you start from a position of trust most people will respond
accordingly and act with integrity. If you assume people are lazy and work-shy -
you’ll get that instead. Output will be increasingly important and so measured.

7. Greater focus on performance - as output becomes the focus, increased
performance will be the route to get there. We would argue that when people
work remotely it makes it even clearer how they are performing and we see
more coaching and performance management being needed.
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8. Increasingly flexible working in terms of days and hours - most people enjoy
the benefits of flexible working; of having some control over when and where
they work. We see this continuing. If someone is a night-owl who is most
productive late at night, their employer will get more bang for their buck by
letting them work when they are at their best. Organisations will increasingly
have core hours for online meetings / interactions with others and allow for
flexible working around them. Organisations that refuse to flex will become less
attractive employers.

9. BUT potentially longer hours - working from home can lead to potentially
longer hours and / or feeling the need to be ‘always on’ and respond to emails
and messages out of office hours. Employees will need to learn to balance work
and home - when the former takes place in the latter there is a less obvious
‘switching off’ point (i.e. going home from the office). Organisations will need
to learn to set and respect work-home boundaries.

10.Mental health and wellbeing are an increasing consideration - with increased
working hours, for some; being always-on and experiencing loneliness;
peoples’ mental health will come under increased strain. We see mental
wellbeing becoming a much more common and open work conversation -
burnout is in nobody's interest and organisations will need to provide increased
mental health support to their employees.

What L&D will need to do in 3-5 year’s time
● Ensure that all learning experiences are flexible - given that you won’t know

where people will be when they’re working, learning experiences will need to
be flexible by default.

● Virtual / remote learning will be the starting assumption - rather than
classroom training being the default, virtual and remote learning will be. In the
same way people will need to justify travel for work purposes, they will also
need to justify travel for learning purposes. In person training will increasingly
be viewed as the premium learning experience and expectations around it will
be high, both from the organisation and the individual.

● L&D will report on how their carbon saving contributes to their organisation’s
target - given the huge range of learning technologies that support remote
learning, L&D will be seen as an easy-win in contributing substantially to the
organisation's carbon saving.
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● Learners will not tolerate a learning experience being second class because it's
virtual / remote - elearning has a bad reputation - and for good reason; for
decades much of it has been a very poor user experience. This has been largely
tolerated so far as learners have been able to attend in-person training too.
When this in-person training becomes increasingly rare and digital the only
option, poor learning experiences will not be tolerated. Given the focus on
performance, poor quality digital learning will become a blocker to individual
and organisational success.

● Every learning programme has performance outcomes, not learning outcomes -
as part of the learning design process, learning experience designers will work
with the business to define the performance outcomes expected for learners.
This focus on performance should lead to more active, practical and engaging
digital learning experiences and information

● The impact of every training experience is measured - with the increased focus
on performance, so there will be increased interest in the business impact of
training (digital or physical). Working and learning platforms will continue to
capture and generate user data that will be used in clever ways to measure
impact or the lack of it. This focus on performance and impact will mean that
every training initiative will have a clearly defined target to aim at, which it will
be measured against.

● The majority of learning experiences are available 24/7 - some, but not all
learning experiences will be available 24/7. Self-serve content will work for
many areas, but for some (for example; more advanced or challenging topics)
real-time interaction with a human will still be important.

● Learning support is provided over a longer working window - we see virtual
real-time drop-in / problem solving / ask an expert sessions being provided
over a longer time window; perhaps 07:00 - 21:00 to account for different
peoples’ working hours. These virtual real-time sessions will be more frequent
and in different formats. Chatbots are likely to be used more to respond to the
simpler questions learners might have 24/7.

● Learning time is scheduled, protected and valued - since learning is focussed on
performance and measured; learning time will be increasingly ring-fenced.
Learners will no longer be expected to ‘just fit in’ the digital learning that they
need to do - a sure recipe for deprioritising it - instead it will be a core part of
the job. Smaller learning experiences will be undertaken in the flow of work, by
increasingly clever systems.
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What L&D should start to do now to prepare
● Start to design learning provision that is increasingly flexible and 24/7, not

anchored to a particular location, time or date. Flexible and 24/7 does not
mean ‘entirely asynchronous’ - we’re not advocating content libraries as the
whole answer here; there still need to be opportunities for real time
interaction with other humans. We suggest making these interactions shorter,
more frequent and at different times of the day.

● Begin to measure and report upon the carbon saving of your learning
programmes - this can be relatively easily done with online carbon calculators
and thinking about the number of people you’re training, the distance they
would travel and their mode of transport.

● Start measuring what is working in your learning programmes and build upon
that - L&D and organisations have been frightened to do much more than
measure initial learner reaction and short-term memory retention. It’s time
now to take the next step and begin to routinely measure behaviour change
and, if you can, impact on the organisation. Doing this will force you to define a
much clearer definition of learning project success at the outset.

● Begin to focus on performance, not learning - in the workplace; learning is a
route to performance so start to write specific and measurable performance
objectives for learning programmes. Work back from these and think broadly
to define what the learning solution / experience should be. This broad view
will enable you to consider more efficient solutions that you are unlikely to
have thought of when previously focussed on achieving learning objectives.

● Ensure there is time and mental space allocated for learning - really we should
all be doing this already. Schedule time for employees to undertake the training
that you need them to. Stop using microlearning and
learning-in-the-flow-of-work as an excuse to heap more expectations on
employees - it still takes time. Respect your employees and your learning
experiences and schedule time for them.

● Flexible / remote learning must still be social, not isolating - design interaction
with other human beings into your learning programmes. These could be
activities, research, assignments, buddying, mentoring, Q&A - get creative. For
inspiration; look at some of the activities you use(d) in the classroom and see
which could work remotely.

● Develop the skills for interactive virtual delivery - good f2f trainers already have
70% of the skills they need for virtual classroom delivery; build upon these.
Many have had to embrace virtual classroom delivery at pace because of Covid
- enhance this with structured training and development so trainers can hone
their virtual delivery skills.
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Summary
As with digitisation, Covid has accelerated the move to virtual and remote
learning. It’s easy to stumble in this transition, but the good news is that the
actions for L&D to take now are those that leading L&D departments were already
taking pre-pandemic - it’s a path already trodden. Each is a small incremental
step, but one that sets L&D on the right path and future-proofs your activities.

About LAS
LAS is a human-centred, award-winning, digital learning company that helps
forward-thinking organisations grow and evolve through custom learning
experiences. In 2021, LAS was named as Learning Organisation of the Year at the
Learning Technologies Awards.

www.las-hq.com/contact
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