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The End of the Static Training Calendar

If you work in L&D, you already know the drill: expectations are high, but keeping up with skill demands feels impossible.
The data backs this up. Companies spend $400 billion on corporate learning, yet 74% still say they can't keep pace with
the new skills their organizations need.

A static annual training calendar can’t adapt fast enough to solve this. The World Economic Forum estimates that
between 50% and 60% of the global workforce will require significant upskilling or reskilling in the coming years.
Failing to close that gap would result in massive costs. Estimates suggest the skills gap could cost the U.S. alone $8.5
trillion by 2030.

Then there’s the tech stack itself. Many L&D teams are dealing with a disconnected Franken-stack of platforms.
You might use an LMS for compliance, an LXP for curation, and an HRIS, all of which keep employee data siloed.
It’s not uncommon — 62% of organizations use between two and four paid HR solutions, and only 39% say they're
usefully integrated.

When systems operate in silos, there’s no real ecosystem. Employees are forced to navigate multiple portals just to get
generic course recommendations. That doesn’t help your employees learn, and most say they aren’t. Only 24% of
employees strongly agree they receive the right amount of training to do their best work.

This fragmentation takes a direct toll on the business. 81% of organizations agree that poor system integration actively
prevents them from reaching their goals.

Building a resilient learning culture requires an adaptive ecosystem — one where data flows freely, and learning
connects directly to performance, skills, and the actual work your people are doing.

Why the Pressure on L&D Keeps Growing

The urgency around L&D is only getting stronger. Lightcast data shows that 32% of the skills required for the average
job changed between 2021 and 2024. That's nearly a third of the job significantly reshaped in three years.

The WEF's Future of Jobs Report 2025 projects that resilience, flexibility, and agility will be among the most prominent
skills differentiating growing from declining roles through 2030. Those are both employee and organizational traits —
and L&D is responsible for building them.

The problem is that participation isn't keeping pace with need. Despite growing awareness, less than half of U.S.
employees — 45% — participated in any training or education to build new skills for their current job in 2024.

Leadership feels the gap, too. In 2025, 59% of CHROs identified development as one of the elements of the employee
experience that their organizations struggle with most. That was up an incredible 16 percentage points from the prior
year. That increase signals that the pressure on L&D is increasing faster than most teams can handle.
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What a Resilient Learning Culture Looks Like

A resilient learning culture isn't defined by how much training you offer. It's defined by how quickly learning can
respond to what the business needs next. In practice, that means a few things are true at once.

CD Learning is continuous, not sporadic.

A growing focus on continuous learning, upskilling, and reskilling has already enabled companies to better
anticipate and manage future skill requirements. That focus is showing up in participation rates. The share
of the workforce completing training as part of long-term learning strategies rose from 41% to 50%
between 2023 and 2025.

But continuous learning only works if the infrastructure supports it. Don’t make your employees hunt
across disconnected systems to find relevant content.

{@ Skills data drives decisions.
f-) Without a connected view of employee skills, L&D teams are making educated guesses about what to build

and who needs it. Accurate, real-time skills data closes that gap — not annual self-assessments or
assumptions baked into job titles. When learning connects to performance and workforce planning, L&D
can surface gaps before they become business problems.

T> The system is fiexible.

When a business priority shifts, a new technology emerges, or a role evolves, the learning ecosystem
needs to respond quickly. That's structurally difficult when your learning and talent systems weren't built to
talk to each other. Integration is what makes agility possible.

L(@ Impact is visible.

AV Global employee engagement fell to 20% in 2025, its lowest level since 2020, costing the world economy
an . L&D can't operate as a cost center disconnected from those
outcomes. Resilient learning cultures make the link between learning activity and business results clear
and measurable.

Integration Is a Learning Strategy Decision

Fragmented systems create friction for employees and blind spots for L&D leaders.

When your learning platforms aren't connected to performance and skills data, you're left with completion rates
instead of capability insights. You can report on who finished the course, but not who truly gained new skills.

that someone at work encourages their development. That can be a symptom
of company culture, but it can also be a symptom of disconnected systems. When learning feels generic or irrelevant to
an employee's actual role and career path, it doesn't land. Personalization at scale requires data — and data requires
integration.

A unified platform changes this equation. When learning is connected to performance management, skills tracking, and
talent planning, L&D leaders can see what's working, close gaps in real time, and make the case to leadership with
actual evidence. The loop between learning and outcomes closes. Employees receive recommendations that reflect
where they are and where they're really headed.
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The Foundations of a Flexible Learning Culture

1. Anchor learning to skills, not just content.

(]

The question isn't “What training do we have?” It's “What capabilities do we need, and what's the gap?” Start by
connecting learning strategy to a live skills framework that reflects how roles are actually evolving, informed by real
workforce data rather than last year's competency model.

2. Shorten your planning cycles.

An annual training calendar made sense when skills changed slowly. The WEF's Future of Jobs Report 2025 identifies
curiosity and lifelong learning as a rising core skill employers expect from workers. That means organizations need to
model that same orientation internally. Programs that update quarterly, informed by skills signals from across the
business, are better positioned to stay relevant.

3. Make learning visible to leadership.

Development is the employee experience element that CHROs struggle with most — and that gap is widening year over
year. Closing it requires more than better programs. It requires the ability to connect learning investment to workforce
outcomes leadership already cares about, like retention, performance, and readiness for change.

4. Reduce platforms, not just content.

More tools rarely mean more learning. It usually means more
noise, more silos, and more incomplete skills data.
Consolidating on a unified platform is the structural move
that makes everything else — personalization, measurement,
agility — possible.

Building a resilient learning culture starts with knowing
whether your current tools can support one. The annual
training calendar had its moment. What comes next has to be
built to flex, which requires you to ask harder questions about
the platforms behind it.

Download the L&D Program Strategy: Your Flexibility
Assessment to identify the platform capabilities that
matter most and the questions worth asking before your
next vendor conversation.

\ | ]

See how your programs stack up. ( S )
Take the L&D Flexibility Assessment. s mon
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