OUR L&D PREDICTIONS FOR 2022
THE LIGHT AT THE END OF THE TUNNEL
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Effective workplace learning should be proactive and lead from the front, this means L&D professionals always need to stay ahead of the game by knowing
what’s coming next. This is why, for the third year in a row, we’re starting the year by taking stock and doing our best to predict the upcoming trends in the
Learning and Development industry over the next 12 months.
This year, we’ve recruited some help. We asked our expert team of trainers for their experiences and expectations for 2022. Spread around the world, they
represent a wide ranging and diverse group of L&D professionals. From their relationships and conversations with clients to their own research and
personal experiences, they have a lot of knowledge they’ve been eager to share. We’ll be referring to their answers throughout this article to see how 2021
has been and what’s coming next.
Of course, since the start of 2020, it’s been hard to predict more than a few weeks ahead. The coronavirus pandemic has rocked everything, affected every
plan and restructured how we’ve lived and worked. However, the significant change in 2021 has been the small glimmer of light at the end of the tunnel,
meaning organisations are beginning to plan for the post-Covid world.
The Jedi Master Yoda once told a young Luke Skywalker, “Always in motion is the future,” so while we’re once again dusting off our crystal ball, we do so
with more trepidation than ever. The pandemic is not over, and future trends are at the mercy of any further lockdowns or guidance. Spikes of infections
and new variants have repeatedly led to further restrictions around the world. If people are required to work from home for long periods of time once
again, then face-to-face learning interventions will be paused too.
With that said, let’s see what’s coming up in 2022.
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EVERYONE’S LOOKING FOR THE
PERFECT BLEND

In our 2021 predictions, we said: “Virtual learning won’t just be a
substitute for face-to-face sessions, it will stand on its own and be seen
for the benefits it can offer.” This is certainly proving true.
An overwhelming number of our trainers (77%) said virtual instructorled training (VILT) sessions were their most used delivery method
throughout 2021. Far behind, in second place, were blended mixes
with just 10%. Face-to-face training came in a distant third, with 6% of
trainers calling it one of their primary delivery methods.
In contrast, when asked about their expectations for delivery in 2022,
over half (52%) now said it would be the blended approach. VILT
plummeted down into second place, with just 27%. Face-to-face
remains in third but increased its share of the vote to 17%.
This shift is hardly a surprise. VILT sessions were viewed as a
necessity for organisations to continue offering development
opportunities throughout the pandemic. As people begin to see an end
of the Covid-19 restrictions, they’re looking for ways to blend together
the good parts of virtual while returning to the positives of prepandemic approaches.
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As people begin to see an end of the
Covid-19 restrictions, they’re looking for
ways to blend together the good parts of
virtual while returning to the positives of
pre-pandemic approaches.

The blended approach has been gradually growing in the L&D space
for some time, and feels like it’s now maturing into the primary focus
for workplace learning. Up to 9 out of 10 organisations will be utilising
hybrid working models, where employees split their time between the
workplace and remote.1 This naturally requires a blended learning
approach – itself a hybrid mix of interventions – to meet learners where
they are.
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THE PERSONALISED LEARNING
ECOSYSTEMS OF THE
NEAR FUTURE

We foresee one further part of this process in 2022. The real future of
workplace learning is personalisation.
AI powered, data-driven, on-demand microlearning is the current
dream for many larger organisations. Giving every learner exactly what
they need in bitesize chunks, which are easy to fit into the day-to-day.2
This type of system isn’t going to be available to every organisation just
yet, but they can all work to create a holistic learning ecosystem which
empowers every employee to dive into a culture of constant learning.
Johanna Tingvall, head of L&D at Spotify, has recently described their
internal learning ecosystem as a way for everyone to find the skills they
need and want, whether soft (“durable”) skills or more specific
job-related hard (“perishable”) skills.3 This will likely become the
widespread model over the next few years.
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ORGANISATIONS SHOULD BE
USING L&D AS INCENTIVES
FOR THEIR CURRENT AND
FUTURE TEAMS

Around the world, there’s a skills shortage. The pandemic, working
from home and two years of being told to prioritise our health and
wellbeing has led to people reassessing their jobs, work/life balance
and the satisfaction they feel from their careers. This has created more
job vacancies globally than ever before, putting workers in an
incredibly strong position to find what they really want.4 In one survey
of under 40-year-olds, 78% of them said the pandemic had made them
reconsider their career. 5
Additionally, it’s been a sad truth of recent times that many
organisations could be forgiven for having to de-prioritise employee
wellbeing in the interests of keeping the lights on. Covid measures and
the resulting economic impact meant many leaders had to make some
tough calls. We will never condone ignoring the wellbeing of your
people, but we can empathise with some of the reasons it would
happen in these difficult times.
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But by 2022 – over two years into this pandemic – those excuses will be
wearing incredibly thin. In a recent survey, a staggering 89% of
professionals said they’ve been suffering the effects of burnout.6
We’ve written extensively about how L&D can boost employee welfare
and wellbeing. L&D professionals need to step up and make sure
this happens.
There is little loyalty to employers these days. Workers are realising
their power to look elsewhere and find the best opportunities for
themselves. Organisations offering growth and development
opportunities will be highly attractive to new potential applicants.
Many organisations have already been using their L&D offerings as
incentives for employee recruitment and retention. In 2022, those
who haven’t yet will either wise up or risk suffering skills shortages as
a consequence.

In one survey of under 40-year-olds,
78% of them said the pandemic had made
them reconsider their career.
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LEARNING PRIORITIES ARE
SLOWLY CHANGING AS THE
SITUATION EVOLVES

We asked our trainers which learning areas organisations had been
prioritising in 2021. The top results were:
1.
2.
3.
4.
5.

Leadership and Management (81%)
Communication (58%)
Diversity and Inclusion (56%)
Adaptability (52%)
Personal effectiveness (50%)

We then asked what they expected the top areas to be in 2022. Their
answers were:
1.
2.
3.
4.

Leadership and Management (77%)
Diversity and Inclusion (60%)
Adaptability (56%)
(Joint) Communication (52%) and Collaboration (52%).

Leadership and Management remains the top skill, with studies
showing that organisations which offer leadership training to all
employees – not just those in managerial positions – are 4 times more
likely to outperform those who don’t.7
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Leadership and Management remains
the top skill, with studies showing that
organisations which offer leadership
training to all employees are 4 times more
likely to outperform those who don’t.

Diversity, Adaptability and Collaboration are all seeing an increase in
2022. Granted, when looking at the actual numbers, it’s not a major
shift with anything dramatically shooting up or down the rankings.
Instead, it’s more incremental, perhaps mirroring how organisations
around the globe are making small steps back to normality. Whatever
happens next, the initial shock and panic caused by Covid-19 is
mostly over.
Even if more restrictions arrive, organisations and their people are
used to them now. Where communication was once an indispensable
training area for people learning to work remotely for the first time,
now organisations can put more effort into a wider array of areas
once again.
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L&D BUDGETS
ARE CONTINUING TO
EDGE UPWARDS

This time last year, we were celebrating that L&D had finally “earnt
its seat at the table,” as more Learning and Development professionals
had been promoted to C-level than ever before, and that executives
were taking more of an active interest in L&D. We discussed what
should be done with this new influence and how not to squander
this opportunity.
This seems to have paid off. 48% of our trainers – with their ears to the
ground and having had many conversations with clients – have told us
that they expect L&D budgets to “slightly increase” next year. A much
smaller number, 23% predict they will mostly “stay the same,” while
there was a tie at 10% for both the “significantly increase” and
“significantly decrease” options.
While there’s no obvious consensus in these answers, there is a
generally positive outlook that few are expecting budgets to go down.
This is great news for an industry that has spent years fighting for
recognition for its place as an important central tenant of any
organisation. The pandemic has proven the need for a strong and
adaptable L&D team.
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With increased budgets, L&D teams can do what they do best – create
high impact and engaging programmes for their organisations. While
the very best L&D teams can do this on a shoestring, money does make
a difference. It allows for more: more content, more creativity and more
opportunities. As organisations gradually recover from the pandemic,
L&D will continue to lead the way ahead.

With increased budgets, L&D teams
can do what they do best – create
high impact and engaging programmes
for their organisations.

11

All the best programmes and content mean nothing if learners don’t
pay attention. Engagement can be difficult to define or quantify, but
we all know when it’s there and definitely feel when it isn’t. It must be a
key consideration when designing any form of intervention.
We asked our trainers to tell us, based on their personal experiences,
how virtual training has affected learner engagement. Almost half
(48%) said it made learners “slightly less” engaged. Only 16% could say
that it made people either “slightly more” or “much more” engaged
(the two answers tied on 8% each). Almost a quarter (23%) said there
was “no noticeable difference.”
Clearly, virtual sessions affect how learners engage with the content
and trainer. The responses from our survey suggest that it hasn’t been
having a particularly positive effect on learner engagement, although it
doesn’t paint a particularly negative picture either. In fact, we’d argue
that the positives of virtual sessions (continuing development while
out of the office, bringing together remote teams, ease of time and set
up, etc.) still strongly outweigh any small downsides.

LEARNER ENGAGEMENT
REMAINS THE HOLY GRAIL
OF L&D

One point that designers, trainers and learners need to remember is
that virtual sessions are not the same as their face-to-face cousins and
shouldn’t be treated like it. Virtual can do a lot that in-person can’t, and
vice versa. Expecting learners to sit at their computer like they would in
a classroom environment is a mistake. Yet, virtual can create short,
snappy and highly engaging sessions that offer digital opportunities
never thought possible in a classroom.
Next year, we expect to see an increase of what we’ve already been
seeing: virtual sessions getting shorter but more frequent. When used
as part of an aforementioned blended programme, or as part of a wider
learning ecosystem, a short session can really shine.
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Connected to the previous point, we also asked our trainers what the
biggest challenges were in terms of keeping learners engaged in 2021.
With many options to choose from (as well as the opportunity to write
in their own answers), the top three results were all technology related.
60% of trainers said issues with hardware or software, such as internet
connectivity, getting their webcam to work or getting participants to
turn theirs on, were most challenging. In a close second place, 56%
said remote delivery – both as a trainer and recognising how
participants feel about it. This was backed up, by “Zoom fatigue,”
which tied for second place.

There isn’t one single way to solve the issues of
technology. Just as there’s never been a magic bullet
to stop people falling asleep at the back of a
classroom or workshop.

TECHNOLOGY REMAINS
AN ISSUE,
BUT WE’RE ALL ADAPTING

If trainers and clients work together to set clear guidelines before a
virtual session to ensure participants’ cameras stay on, this might help.
If learning designers continue to recognise the challenges for learners
sitting staring at their computer screens all day, and include a good
number of interactive activities during a session, this might help. As
trainers and facilitators get more experiences, they’ll become
increasingly skilled at recognising participants who have checked out.
If virtual sessions are included as part of a blended mix, rather than
being the one and only type of learning participants can expect, this
might help.
Our prediction for 2022 is designers and trainers will continue to
become more confident and skilled running virtual sessions, creating
fascinating and enjoyable learning experiences for all involved, even
now that the novelty of virtual learning has worn off. One of our
trainers was able to sum it up perfectly: “Technology and Zoom have
been challenging at first, but people are more comfortable now.”
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OUR FINAL THOUGHTS

Covid once again dominates, casting a long shadow over the learning
landscape. At least this time, we’ve got more of a long-term vision of
renewal and starting to find some normality again. From the way
learning is presented to which topics are on offer, these all come
together to tease an exciting vision of the future and create genuinely
positive opportunities for development.
Many of our predictions are predicated on being able to go back to inperson learning and working. So, we’ll once again reiterate that if
Omicron (or any other future variant) forces a long-term return to
remote working, then 2022 may look a lot more like 2021 than our
trainers and research want to suggest.
And yet, as workers begin demanding more from their employers and
gradually return to workplaces, and we move beyond the initial panic
of the pandemic, we can all start expecting L&D to support our
wellbeing and development once again.
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