Overcoming the Skills Crisis in
Today’s Modern Workplace
How to use learning as the golden thread
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Introduction
We are amidst disruption in the way people work and learn
and how companies operate.
Technology, skills, and workforce demographics are shifting and evolving at a rapid pace. In
today’s heightened skills crisis, the organizations and the people who work for them must
understand how to continually develop and reinvent themselves in order to remain competitive.
And, those who don’t will fall behind. It’s that simple.
This means the role of Talent and Learning and Development (L&D) has never been more
important to ensure organizations and their employees stay relevant and agile. And, while
offering development opportunities is becoming the gold standard of employee benefits,
building a meaningful, material, and thoughtfully-designed learning experience for each
employee is hard to get right. Particularly, the L&D function at most organizations is now
expected to directly impact business goals —developing a stronger manager and leadership
bench, improving agility, reducing risk, preparing the company for digital transformation, and
building a more diverse and inclusive workforce, just to name a few.
So, how do you overcome this skills crisis and build a modern learning experience that
enriches every moment of the employee life cycle?

Learning must become deeply-rooted in the DNA and
culture of your organization.
The goal of this eBook is to share top research and best practices around how to do just that.
So, whether you are developing a talent strategy from the ground up or want to bring innovation
into your current learning programs, this eBook can help you structure your plans to be even
more impactful for both your business and your people.
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CHAPTER 01

Disruption in today’s heightened
skills crisis

It used to take decades for new
technology to disrupt industries.

New technology challenging the status
quo and disrupting industries is not a new
concept; it’s happened for decades. The
difference is that, in today’s world, our
modern-day technology is evolving quicker

Not anymore.

than ever before, and both organizations and
workers have far less time to adapt.

50
years

2
years

The time it took the automobile
to completely replace the horse
and buggy.

The time it took for cab use to decline
by 65% after the introduction of Uber
in San Francisco.
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Blame it on the
consumerization
of technology.
The consumerization of technology is a tremendous threat to the
traditional economy — and traditional companies.
It is not just Uber and Lyft devaluing taxi medallions. All industries are
vulnerable to changing technology, especially as our work lives become
intertwined with our personal lives. Traditional companies, leveraging
technology in traditional ways, will fall behind.

30

24 years

the average 20
tenure of
companies on
the S&P 500 10

12 years

0

2016

2027

Technology at work must now look, feel, and act in the same manner as
the technology we use in our personal lives as consumers. And, since
humans are curious learners by nature, both in and out of the office, this
curiosity multiples when it comes to workplace learning.
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Availability of key skills is a growing
concern for the C-suite

New technology
means new jobs –
and the need for
new skills.

2019

2018 top ten threats

2019 top ten threats
42%

1. Over-regulation

1. Over-regulation

35%
35%

2. Terrorism

41%

2. Policy uncertainty

3. Geopolitical uncertainty

40%

3. Availability of key skills

4. Cyber threats

40%

4. Trade conflicts

34%
31%

5. Availability of key skills

38%

5. Cyber threats

30%

6. Speed of technological change

38%

6. Geopolitical uncertainty

30%
30%

With the advent of the automobile,
consumers
did not just need new
7. Increasing
tax burden

36%

7. Protectionism

cars. They needed to learn how to drive them.
Repair shops needed
8. Populism

35%

8. Populism

to learn how to replace a tire,

9. Climate
change and
instead
of a horseshoe.
environmental damage

Government

workers had to learn how to create and continuously repair a
10. Exchange rate volatility

nationwide infrastructure designed for cars, not horses.
And yet, unlike the recent past, when learning a skill meant you
could use it for the lifetime of your career, the current pace of
technology means skills have an exponentially shrinking shelf life,
with the pace of change only set to accelerate.
And your C-Suite is taking notice.

31%
29%

9. Speed of technological change
10. Exchange rate volatility
1. Over-regulation

2018

2018 top ten threats

28%
26%

42%

1. O

2. Terrorism

41%

2. Polic

3. Geopolitical uncertainty

40%

3. Availability

4. Cyber threats

40%

4. Tr

5. Availability of key skills

38%

6. Speed of technological change

38%

7. Increasing tax burden

36%

8. Populism

35%

9. Climate change and
environmental damage
2019, 22nd Annual Global CEO Survey, PWC

10. Exchange rate volatility
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The workforce of 2025 will
need different skills than
the workforce of 2020.
Thriving in today’s constantly changing work environment requires us to always be learning.
We must be agile, nimble, and continually reinventing ourselves and our businesses.
But, how do you know which skills to focus on to drive growth now and in the future? The good
news is you’re not alone.

Fewer than 10% of companies believe they are completely
prepared to develop the skills the future will require.1
Being the global leader in workplace learning, we went digging for some answers. To determine
the skills companies spent the most time training on this past year, we used exclusive
Cornerstone data from the millions of global learners engaging with content on our platform.
So, as we enter a new decade, consider this your guide to the skills most worth training on in
2020. Talent leaders, this is where your training budget will have the biggest impact.

Top skills learned on
Cornerstone in 2019
1 Communication
1.
2.
2 Leadership
3.
3 Personal Growth
4. Active Listening
4
5. Stress Management
5
6.
6 Coaching
7.
7 Time Management
8.
8 Unconscious Bias
9.
9 Conflict Management
10 Project Management
10
11 Emotional Intelligence
11
1 Customer Service
12

1 Brandon Hall, 2019
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As core skills change, so do
workforce demographics.
In today’s workplace, five generations are now working together.
For businesses, this presents an unprecedented opportunity to drive innovation by taking advantage
of the extensive amount of wisdom, knowledge, and fresh perspectives this collective group brings.
But, it also presents a major challenge: blending disparate groups with different characteristics –

Bonus resource
Help Digital Natives
communicate effectively with
our new learning series Digital
Native Advancement (DNA).

whether in attitude toward technology, preferred ways to engage, or communication media – into

explore series

cohesive and productive teams.
Teams that can balance the dynamics of intergenerational diversity are ones that will be
higher-performing.

Communication
preferences change
across generations.
Generation Z

Millennials

Generation X

Baby
Boomers

Attitude toward
technology

"technoholics"
(dependent on tech)

digital natives

digital immigrants

early adopters of
personal tech

Communication
Preference

facetime/video chat via
handheld devices or in person

text and
social media

email and text

in person, telephone
or email if necessary
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CHAPTER 02

New learner demands
We asked 1,000 learners about their preferences for building
new skills at work. Here’s what they told us.

Opportunities to learn and develop
are increasingly becoming a top
benefit for why employees join and
stay at an organization.
We recently partnered up with global research firm, LeapGen, to survey employees across the globe on
the future of work. Our research shows that while competitive wages are still the leading driver of why
people join and stay at an organization, trailing closely behind is the opportunity to learn and develop.
And, as new generations enter the workforce, especially those who are Digital Natives (i.e. Millennials and
Generation Z), it is becoming increasingly important for organizations to invest in this employee benefit.

Digital Natives
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Competitive pay

Opportunities
to learn and
develop myself

Convenient work
schedule &
job security

Generation Z

1

2

3

Millennials

1

2

3

Generation X

1

3

2

Baby Boomers

1

2

Health benefits

3
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Professional Skills
= new Power Skills
And, employees are spending their
time learning for the future not
just their current job.
Our research also shed insight into which "power
skills" employees are spending their time on, ultimately
showcasing where talent teams should be focusing
their energy. Employees across the globe — across
multiple generations — tell us they’re investing their
learning time into everything from how to lead and
better communicate, to how to be more productive,
inclusive, and mindful.
This wide range of skills indicates that employees today
are taking a holistic approach to their development,
investing in skills that go beyond their current job role.
Talent leaders, this is where you should be focusing
training dollars in 2020 and beyond.
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The skills your employees are prioritizing
What skills different generations tell us they're developing now and over the next 1-3 years.

Digital Natives
Millennials
+ GenZ

GenX

Baby
Boomers

73%

65%

63%

56%

50%

45%

45%

40%

35%

32%

Leadership

Interpersonal
Skills

Communication

Productivity

Mindfulness

Team
Management

Inclusion

Project
Management

Teamwork

Business
Acumen

65%

63%

58%

57%

51%

51%

45%

38%

35%

32%

Leadership

Interpersonal
Skills

Inclusion

Communication

Productivity

Mindfulness

Team
Management

Teamwork

Project
Management

Business
Acumen

69%

66%

60%

60%

47%

41%

41%

38%

35%

30%

Interpersonal
Skills

Communication

Leadership

Productivity

Mindfulness

Project
Management

Team
Management

Teamwork

Inclusion

Business
Acumen
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75%
Bite-sized, self-guided,
and blended learning
opportunities are what
your learners crave.

60%

of employees like to
learn through bite-sized
microlearning content

people like to learn from
self-guided online courses

We know that not everyone learns the same way. However, our
research indicates commonalities in learning preferences in today’s
workplace regardless of age, location, industry, or job function. To
engage and empower all learners across your organization, it is
important to diversify the type of learning content you’re providing.

65%
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of employees like to learn through a
blended learning program of online
and in-person activities
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CHAPTER 03

Ways to use learning as the
golden thread

How to use learning as
the golden thread
For your talent and learning strategies to be most effective in today’s
workplace, they need to be a continuous process of exploration, discovery,
and development, using modern learning content as the golden thread
throughout the entire employee lifecycle.

We’ve found it helpful to view the employee lifecycle as three
continual stages:

Learn

Grow

Thrive

From onboarding to
competence in their
new role

From competence in
their role to preparing
for the next

Continuous
improvement in skills
that cut across roles

Throughout the rest of this resource, we provide you with best practices
and a framework for getting employees into the habit of continual learning
from day one — all the way throughout their career with you.
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Stage one:
Learn

During this stage, your employee is learning the
basics of their new role, how the team operates,
and the culture of your organization. They should
be focused on:

From onboarding
to competence in
their new role.

•

By the end of this stage:

•

Becoming functional in all parts of their
role learning the basic skills, systems, and
processes to be productive

•

Getting to know and work well with their new
team or in their new role with the same team
Understanding and taking on the organization’s

Employees are up to speed and

values and culture or adjusting to the expected

functioning at a basic level within

behaviors of the new role (i.e. moving into a

their role

people manager role)

Duration:

And, as you know, Managers sit at the heart

Typically 6 months–1 year

of a new employee’s success, happiness, and
productivity. That’s why we’ve included a few
tips to help you empower Managers across
the organization to take an active role in new

Pro Tip
To get started, check out this
quick microlearning lesson from

employee onboarding — making learning a priority
from day one.
Prepare For a New
Hire's Arrival
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Stage one: Learn

Best practices for supporting your people
during the learn stage
Tips for the talent team

Tips for empowering Managers

Educate and build excitement around your company culture and values

Set clear goals and expectations for their first 30, 60, and 90 days as

• Create bite-sized onboarding lessons using Cornerstone’s Create
Tool hosted by the CEO or Head of HR talking about the company
values, culture, and what they look like in practice

well as their first year
• Schedule regular 1:1 meetings and explain expectations around
communication

• Provide training on fundamental systems, processes, and skills that
they are responsible for

• Use time in your regular 1:1s for this, or schedule a separate meeting
to focus exclusively on career development

• Build development plans and recommend training that will help them
bolster skills in those key areas

• Have the career conversation immediately. Here’s a few questions to
get Managers started:

• Host team introductions explaining how the team works together
and what their role is on the team
• Create a welcome protocol that includes an opportunity to meet
informally with the team (i.e. over lunch) as well as a recommended
schedule of formal meetings where they can learn from crossfunctional peers

Learn more from
Create a Great First Day for New Hires

• What skills and experiences are you hoping to gain through this role?
• Where are you hoping to be in 2-5 years?
• A year from now, what would you like to be known for?
• P
 ut together a development plan for them that will help them gain
those skills and experiences.

Learn more from
Set a Clear Goal For Your Meeting
Get Your Team Involved with Onboarding
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Stage one: Learn

Engage your employees
through Learning Pathways.
Set your employees up for success from day one. To help you get started, we’ve put together several Learning Pathways that you can use
out-of-the-box or modify as you find fit. Or, with Cornerstone’s Learning Platform, you can always build your own from scratch.

Pathway 2

Pathway 1

Making a Good Impression from Day One

Participating Collaboratively with My Team

Designed for Digital Natives but applicable to all new hires

Designed for Digital Natives but applicable to all new hires

Own It: Your
Professional Voice
<2 min

Practice Strong Office
Communication
5 lessons

Send the Right Message
<2 min

Effective Writing Basics
7 lessons

Activity
Find the Communication
Channel of Choice

Show Up At Work
<2 min

Your Body Language Shapes
Who You Are: Amy Cuddy
22 min

Activity
What Impression Am
I Giving?”
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Manage Up
<2 min

Establishing an Effective
Relationship With Your
Manager
7 lessons

Show Off (Your Work)
<2 min

Activity
My Reliability Checklist

Follow Up and Follow Through
<2 min

Activity
Prepare for One-on-One

Take Ownership Through
Self Advocacy
4 lessons

Prove that You're Reliable
5 lessons
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Stage two: Grow
From competence in their role to
preparing for the next
By the end of this stage:
Employees are functioning at a high level in their current role
and preparing to up-level.
Duration:
Typically 1-3 years into a role
During this stage, your employee has mastered the basics of their
job and is now hungry to take their participation to the next level.
This is the stage when they are actively working to advance their
career and preparing to grow into a more senior position. They are
ready to focus on:
• Making impactful contributions
• Pushing their role and the team forward
• Preparing for the next step in their career

CHAPTER 03 | WAYS TO USE LE ARNING AS THE GOLDEN THRE AD

20

Stage two: Grow

Best practices for supporting your
people during the growth stage
Set your employees up for success from day one. To help you get started, we’ve put together several Learning Pathways that you can use
out-of-the-box or modify as you find fit. Or, with Cornerstone’s Learning Platform, you can always build your own from scratch. Remember,
everyone learns differently so to create a true blended learning experience make sure you’re including a variety of modalities, such as bitesized microlearning lessons, longer-form courses, and engagement activities to put learning into practice.

Tips for the talent team

Tips for empowering Managers

Provide relevant development and growth opportunities

Help coach your employees towards the next step

• Build online training programs that include just-in-time learning, as
well as in-person opportunities to build knowledge independently or
in teams — even better, offer a blend of the two

• Give stretch assignments, leadership opportunities, and exposure
to other areas of the organization to provide a broader set of work
and skills

• Offer stipends for conferences and on-site events to learn from
thought leaders and peers.

• Start talking more seriously about future roles or areas of interest
that they can be preparing for

• Turn Managers into coaches by providing structured Management
Programs targeted at First-Time Managers, Middle Managers, and
Executive Leaders

• Recommend and/or assign training focused on leveling up
and target any areas for improvement if they are taking on new
responsibilities

Learn more from

• Find opportunities for advancement outside of a functional
promotion. This could include becoming a team lead, specializing
in an area of focus, or opening up new cross functional
opportunities to make a bigger impact.

The Elements of Every Great Coaching Conversation
Give Employees Ongoing Feedback
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Stage two: Grow

Engage your employees
through learning pathways
Help your employees grow into their role and career. To help you get started, we’ve put together several Learning Pathways that you can use
out of the box or modify as you find fit. Or, with Cornerstone’s Learning Platform you can always build your own from scratch.

Pathway 1

Pathway 2

Channeling Career Ambition

Effective Meetings

Designed for Digital Natives but applicable to all new hires

Designed for Digital Natives but applicable to all new hires

Initiate "The Career Talk"
<2 min

Set Goals for Growth in Your
First Year
5 lessons

Set Short-term Goals
<2 min

Activity
My Career Goal

Connect to Biz Goals
<2 min

SMART Goals
9 min
Activity
Becoming SMART

How to save the world (or
at least yourself) from bad
meetings: David Grady
<2 min

Facilitating Meetings
10 lessons

Activity
Set Up Your Meeting
for Success

Facilitate Effective Meetings
<10 min

Activity
Set Up Your Meeting
for Success

How My Work Connects
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Stage three:
Thrive
Continuous improvement
in skills that cut across
roles and levels
There is no end to this stage as its
focus is on continual improvement.

This stage can span across one's entire career
as the main goal is to continually improve
and always be learning. It's at this stage when
employees need the most help to remain
engaged and feel they are contributing to
purposeful work. They are ready to focus on:
•

effective in any role

Duration:
Throughout one's entire career

Mastering skills that make them more

•

Improving workplace culture in their team
and organization

•

Actively finding purpose in their work

Pro Tip
To get started, check out this
lesson from

The Big Impacts of
Little Actions
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Stage three: Thrive

Best practices for getting
your people to thrive
Tips for the talent team

Tips for empowering Managers

Invest in continued education for employees beyond their existing job role

Serve as a mentor to employees helping them reach new limits

• Focus online training on topics that help employees personally flourish
and stay engaged with your organization, such as building productive
habits, improving presentation skills, being agile, and having difficult
conversations, etc.

• Identify and share areas of improvement and areas where they
can excel

• Provide learning that helps employees lead and influence
without authority

• Look to the future and go beyond engagement in the present.
Together, focus on the actions needed to mutually thrive, such as
learning, innovation, and collaboration.

• Create a cultural committee that employees can lead and take an active
role in to push the company to become more innovative and inclusive
• Dive deeper into Diversity & Inclusion to help employees understand how
they can eliminate unconscious bias and push the company to
be better

Learn more from
What is Cultural Intelligence?

• Create greater meaning by connecting work to purpose, helping
employees realize their impact to the business and clients

• Stop. Look. Listen. Build a team culture that values reflection
and active listening, whether that includes white boarding after
projects are completed or having designated time to share key
successes as well as “oh sh*t moments.”

Learn more from
How Can Managers Promote Inclusion On Their Teams
How Active Listening Promotes Inclusive Leadership
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Stage three: Thrive

Engage your employees
through Learning Pathways
Help your employees grow into their role and career. To help you get started, we’ve put together several Learning Pathways that you can use
out-of-the-box or modify as you find fit. Or, with Cornerstone’s Learning Platform, you can always build your own from scratch.

Pathway 1

Pathway 2

Productive Habits

Presentation Skills

Designed for Digital Natives but applicable to all new hires

Designed for Digital Natives but applicable to all new hires

Why Work Doesn't Happen At
Work: Jason Fried
16 min

Make Time For
Meaningful Work
6 lessons

Activity
Time and Priorities
Comparison

Activity
Forming Deep Work Habits

A Simple Way To Break A Bad
Habit: Judson Brewer
10 min

Building Productive Habits
10 lessons

A Simple Way To Break A Bad
Habit: Judson Brewer
10 min

Activity
Replace a Bad Habit (with a
Keystone Habit)
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Structure a Presentation
for Clarity
6 lessons

Format Clear and
Persuasive Slides
5 lessons
Public Speaking:
Managing the Q & A
10 min
Activity
Structure and Format
Your Presentation

The Secret Structure of Great
Talks: Nancy Duarte
19 min

Practice and Deliver a
Presentation
5 lessons

Maximize Engagement
While Presenting
6 lessons
Activity
Plan for Engagement and
Questions
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You don’t have to tackle
it alone.
A modern learning experience requires
new tools.
Provide your people with the skills they want and the skills your company needs.
With Cornerstone’s Learning Suite, which includes a robust Learning Management System (LMS),
personalized and relevant Learning Experience Platform (LXP), and modern content subscriptions
(Content Anytime), you can support both business-driven and employee-driven learning at scale.
World-class learning management
Everything in one place to manage different delivery methods as well as informal
learning and reporting
State of the art learning experience
Machine learning-based recommendations help to surface quality content to your
learners for self-driven development
Expertly produced and curated content
The best from the market, curated and managed in Cornerstone's Content Anytime
subscriptions, designed to support each major learning initiative
Help your people develop the key skills needed to excel in the modern workforce. Pick and
choose your Content Anytime subscriptions based on what is most impactful to your business.
• Professional Skills

• Modern Compliance

• Leadership & Management

• Sales & Customer Relationships
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We help organizations close critical
skills gaps and empower your people
to develop as quickly as your business.
learn more

Cornerstone is the global leader in learning and talent management
software, helping organizations drive growth, reduce risk, and develop
innovators. Our expertly-curated content subscriptions provide you with
a library that is always fresh, mobile-ready, and features top content from
the brands your learners love.
csod.com
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