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The Over-Demanded, 
Over-Worked Workforce

Technology has enabled employees to perform workplace tasks and 
collaborate with others in ways most never thought possible. Yet, because of 
technology’s advancements, the demands placed on these workers are at levels 
never before seen.

Surely, many of today’s employees can look at their own inboxes and attest to 
this, but the average business user is managing an astounding 160-plus critical 
emails and interacting with dozens of apps, resources and programs across 
a myriad of devices on any given day. More and more, workers are given 
smartphones as a necessary part of their daily routine, meaning employees 
must be reachable and able to respond to emails, conduct a teleconference, 
troubleshoot a problem, or create a sales presentation at any time and any 
place. 

As a result, today’s employees are overwhelmed, overworked and over-
demanded. From email pop-ups to message icons to project management 
software, distractions are a constant, and the ability to hunker down and do 
actual “work” becomes a job in and of itself. In fact, employees get interrupted 
as often as every five minutes, usually by the very work applications and 
collaboration tools that are designed to make them more efficient. 
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The technology that’s supposed to be making work more manageable, intentional, and 
seamless is causing much of today’s workplace frustration. This means employees 
are unable to use the technology available to them to its fullest extent. The research 
backs that up:

Business users can’t 
learn the necessary skills 
quickly enough to excel 
in an environment that is 
rapidly evolving. That’s a 
major problem.

While updating the technology an enterprise offers its employees is important, in the time 
it takes for employees to fully learn the capabilities of their technology and apply them 
on a regular basis, those skills become outdated. The advancement of technology and the 
introduction of newer tools and technologies accelerates faster than most workforces can 
keep up. As a result, investments and time are wasted. That shouldn’t be.

Organizations need to shift the focus of their workforce training to a strategy that offers 
constant learning opportunities and enables employees to solve problems and answer 
questions themselves. They need to discover how their teams are using the tools they have 
and, specifi cally, how their employees are learning to implement and optimize those tools.

They must create a knowledge-ABLE workforce.

2.5-5 YEARS
is the half-life of many professional skills

41% Workers spend 41% of their time on activities that do 
not offer personal satisfaction and do not help them 
accomplish their work  

38% of workers say they have opportunities 
for learning and growth at their workplace  
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What is 
Knowledge-ABLE?
Today, it’s not enough for workers to simply know 
what technological resources they have available and 
what skills they need to learn. That’s the bare minimum. 
Organizations must create a culture that promotes a 
knowledgeable workforce AND a knowledge-ABLE one.

To be knowledge-ABLE, a workforce must have the ability 
to move seamlessly from identifying what they need to 
learn, how they can learn it, where to learn it, when and 
in which modalities. It’s about providing blended learning 
solutions that are compatible with the company’s culture, 
inclusive of on-demand, in-person, vir tual, self-guided, and 
just-in-time training and support. It’s also about effectively 
leveraging communications to build excitement and 
knowledge around different learning options available. 
And lastly, it’s about making learning fun to create “habit-
forming” learners. Most employees are already doing this in 
some form but simply don’t have the resource availability 
(or knowledge of their own resources) to make it possible. 
According to Deloitte, more than 70 percent of employees 
use search engines to learn what they need for their jobs, 
while 50-60 percent of employees use online courses.4 
Today, nearly 80 percent of learning happens via on-the-job 
interactions with peers, teammates, and managers.5 

How can this be improved? 
Organizations must dig deeper 
into why and how employees 
are using the technology 
tools they’re provided. Some 
questions to consider 
include:

•  Are technology tools being 
introduced in a way that 
allows for continuous skill 
development and troubleshooting?

•  Is technology being utilized at all?

•  What percentage of technology’s capabilities are 
employees using?

•  What tools or resources are they missing to enable them 
to fully use and master this technology?

•  How quickly can they fi nd answers to their problems?

•  Is the learning content accessible and easy to fi nd? 

•  Is management tracking the metrics to see what 
is working and what is not? 

•  Are there any generational gaps preventing 
certain employees from using or adopting 
this technology?

search engines
online courses

70%+ 50-60%
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Why It’s Important to Create a 
Knowledge-ABLE Workforce
Without a workforce that’s able to easily fi nd solutions to its problems, it will never 
reach its full productivity potential. Revenue will be lost and investments in technology 
will be for naught. 

According to a recent American Psychological Association study, almost one-fi fth of all 
Americans say the use of technology is “a very or somewhat signifi cant source of stress in 
their lives” with the most stressful aspect being those moments when their technology doesn’t 
work.6  Worse still is the fact that workers have, on average, only 24 minutes per week to 
spend on learning or just 1 percent of their working week.7  Workers who are able to solve 
their technology problems quickly and in ways that are tailored to their learning styles are less 
stressed and report fewer workplace complaints.

Only by creating a knowledge-ABLE workforce can employers truly unleash the power of their 
employees and allow technology to deliver on its promises. Knowledge-ABLE employees can 
achieve higher returns because they are able to fi nd answers on their own, learn a new task 
and apply that skill without hesitation. This means results are delivered quicker, easier and with 
less workplace stress. 

Three Steps to Make Your Workforce 
Knowledge-ABLE
As a company with more than two decades of experience guiding businesses of all types 
through their software training, adoption, and support, Vitalyst has built an arsenal of tools and 
skills designed to help workforces become more knowledge-ABLE. These three steps are some 
of the most successful ways our experts have found to enable employees to fl ourish through 
technology use and give them the ability to solve problems on their own.

While there are specifi c recommendations we make to each business we work with depending 
on their needs, goals and workforce structure, the following steps in this eBook are critical 
building blocks that can set companies on the path to creating a knowledge-ABLE workforce 
and culture.

⅕ Americans say the 
use of technology 

is “a very or somewhat 
signifi cant source of stress 
in their lives.”

-American Psychological Association, 2017
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Most often, simplicity and clarity in programs is the best way to make 
learning habit-forming and encourage employees to keep coming 
back. Leaders need to ensure employees can clearly see the value in 

building their knowledge base before they can actually fur ther develop those 
workplace skills. 

Key Questions to Ask Before Star ting

❶    What will it take for my learning portal to deliver value for 
my organization? 

❷    What feedback do I need to hear from employees—and which 
employees do I specifi cally need to hear from—to gauge the success 
of this learning program?

❸    What does habit-forming learning mean to my organization—does it 
mean my workforce is always learning or simply knows how to access 
learning easily?

❹    Will awarding points for completed learning make it habit-forming or 
will simply recognizing the act of learning do the job? (We’ll expand 
on this later.)

❺    Can I develop a workforce community with my habit-forming strategy? 

Create Learning 
that is 

Habit-Forming

1



Identify any friction—Discover all 
the reasons why existing learning platforms 
haven’t been successful or received 
employee buy-in.

Write simple, clear 
instructions—Make it easy for 
employees to understand what they need 
to do to fi nd the answers they want and 
skills they need to build. Complexity creates 
learning scarcity. Additionally, it’s equally 
as important to effectively communicate 
exactly what learning options are available to 
employees and how they can access those 
tools. Without knowing what they have at 
their disposal, how can employees learn in 
the fi rst place?

Be transparent—Let employees 
know how much effort will be required to 
complete any learning module by providing 
run time, a clear learning objective, showing 
examples, posting clear results, and the 
ability to pause, fast forward and rewind at 
the employees’ own pace. Learning content 
needs to be short and to-the-point, so that it 
provides education on a single topic.

Create a “sticky” learning 
path—Design modules that are memorable 
and resonate by creating fun examples and 
keeping lessons up-to-date. Organizations 
should constantly review data to see 
where learners drop off and where peaks 
of engagement are. Use those takeaways 
to modify those learning paths that aren’t 
resonating. Also, utilizing breadcrumbs in 
your design allows learners to see the path 
and provides insight on where the learning 
assets are located. 

Allow and encourage 
evolution—Provide users with a 
feedback system to drive engagement, and 
design the experience to evolve over time. 
What do users think about the learning 
experience? What is it they’re getting better 
at? What concepts are they failing to grasp? 
How can those gaps be fi lled? Organizations 
should have a constant hunger for employee 
feedback and always be looking for ways to 
improve and keep content fresh. You can only 
manage what you measure so the data will 
be the foundation for sharpening the saw 
continuously. 

Pilot your program—Determine 
a key targeted group to test your training 
program prior to company-wide launch. 
Get feedback early in the game, and talk 
with the people who participated in the pilot 
program often. Use this feedback to help 
mold the fi nal program. Remember—those 
in charge of any learning program must 
take part in the pilot themselves. Simply 
designing the program doesn’t mean you 
know how it’s going to look and feel from an 
experience standpoint. 

Make searchability a priority—
Make it easy for employees to fi nd assets by 
installing searchability functions that allow 
users to fi nd the answers they’re looking 
for quickly and easily. Rank all modules and 
learning tools by keywords employees use 
(i.e. “I can’t schedule a meeting” instead of 
“calendar troubleshooting”) so it’s simple 
for users to get to the modules they want 
to see.

Tips and Techniques
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Gamify your 
Strategy and Create 
a Rewards Program

2 A nyone who’s ever played online games such as Angry Birds, Candy Crush, 
Words with Friends, or any of the thousands of others, knows—they can be 
very addicting. But why is that?

Imagine if these games never told you when you had beaten your competition and 
never recorded your score. You simply continue to play, without any record of how 
you’re performing, until you’ve had enough. What would motivate you to come 
back and play again? Points, badges and leaderboards create excitement and healthy 
competition for the learner and should be incorporated into your learning approach. 

Competition is a motivator that game creators use to keep players coming back. The 
same works for learning. In school, teachers often used games, competition and rewards 
to help us learn math, vocabulary, science, and more. While most of us certainly aren’t 
kids anymore, that instinctive desire to achieve and be recognized still exists. Gaming 
and rewards can make learning technology fun and enjoyable, rather than a chore. 

Key Questions to Ask Before Star ting

❶   What are the challenges and objectives of this learning program?

❷   Can the challenges be solved internally or will support from external 
partners be required? 

❸   Will there be tangible rewards? If so, how do learners win prizes? Instructions 
must be clear, winners should be announced globally, and posted on a website 
to create momentum for more participation. 

❹   How much am I willing to spend to alter my existing system and create 
positive behavior?

❺   What is the generational makeup of the organization?

❻   Is this something my workforce will enjoy, or would too many employees 
fi nd the gaming aspect a distraction?



Include points, badges, leaderboards, 
quests and journeys—Studies show that 
leaderboards and points systems can have a 
tremendous effect on engagement in terms 
of learning motivation. In fact, 62 percent of 
Americans say they would be motivated to 
learn if leaderboards were involved and they 
had the opportunity to compete with their 
coworkers. Even creating simple achievement 
badges, learning journeys, or certifi cates for 
completing a module, quiz or program has 
been shown to boost participation.  

Decide which method of 
gami� cation is right for your 
organization—There are a myriad of 
systems available out there to add gaming 
elements to learning—from complex points-
style leaderboards with real-time tracking, 
to more simple rewards-style programs 
with badges earned for completing certain 
modules and applying the lessons learned. 
Decide which is best for you based on your 
organization and your budget. Adding gaming 
elements to your learning strategy does 
NOT require you go out and hire a game 
developer. In it’s simplest form, it is merely 
tracking engagement and arranging the top 

performers with the highest badges and 
placing them atop the leaderboard. 

Make it fun, simple and easy to 
� nd—Competition can be inherently fun 
but that doesn’t mean it’s necessarily simple 
or easy. Learning tools and modules should 
be easy to fi nd, and games should be simple 
to understand. Instructions must be clear, 
winners should be announced globally, and 
posted on a website to create momentum 
for more participation. Unnecessarily 
complicating learning with wonky programs 
and advanced gameplay that only gaming 
fanatics enjoy will only serve to hinder 
adoption.  

Customize with white label 
programs—Tailoring learning programs 
with gaming elements that fi t your 
organization’s culture, visual brand and 
values provides familiarity and comfort for 
employees, especially those who may be 
hesitant about diving into a learning platform 
that seems foreign. An employee’s ability 
to learn can be signifi cantly enhanced by a 
familiar, simple and intuitive learning interface.

Create a generous rewards 
system—Similar to awarding points and 
badges, user adoption of learning programs 
can be greatly increased by adding a rewards 
program. Offering perks like free lunches, 
gift cards or access to exclusive corporate 
membership programs make employees 
more likely to complete their learning 
modules. Rewards create loyalty! This is 
instrumental in aiding with “habit forming” 
practices. 

Work with partners and 
vendors—Understandably, many 
organizations may not possess the internal 
resources to create a gamifi ed learning 
program from scratch. Conduct a thorough 
search and speak with multiple vendors to 
fi nd a learning partner you trust, and one 
who can help you identify and achieve your 
specifi c organizational objectives with a 
simple, yet powerful learning system. Always 
look at their past work to ensure they have 
ideas and samples of content that can work 

in your culture and with your audience. 

Tips and Techniques
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Build your 
Learning Platf orm 

with Reusable 
Learning Objects 

(RLOs)

3 R educe, reuse and recycle. Those words should be as relevant to 
environmentalists as they are to CLOs. And when it comes to developing 
learning programs, doing so with the help of reusable learning objects, or RLOs, 

is the key to making organizational learning easier to create, 
manage and search. 

By defi nition, RLOs are a type of online instruction that can be reused, scaled and 
shared in a number of different learning activities, modules and courses. They are 
microlearning assets. Because RLOs/microlearning assets are so short and reusable, this 
also makes them easy to adapt and customize quickly with additional information and 
programmatic changes without recreating the learning objective each time an update 
comes along. RLO’s should include only one learning objective and should be less than 
fi ve minutes in length. This allows learners to get the information quickly and apply the 
skills right away. 

Key Questions to Ask Before Star ting

❶    Is the RLO digitally forward (available 24x7) and tech-centered 
(supported by mobile)?

❷    How reusable is it? Can the RLO be adapted or inserted into numerous 
course structures?

❸    Are each of my RLOs cohesive and standardized with the same layout, color 
scheme and graphics? If not, what will it take to make that happen?

❹    Is there too much information in this RLO that substantial portions of it 
won’t be relevant? 

❺    How does the RLO support the greater overall learning objective?

❻    Is the RLO short, specifi c and relevant to the topic, ideally 1-5 minutes in length? 

❼    Is the RLO a single learning objective?  



Be clear—RLOs should contain a concise 
message about what that specifi c object will 
contain—nothing more, nothing less. This 
makes the information in the RLOs more 
searchable and able to be inserted into any 
learning module, at the right time, more 
easily. 

Use metadata—An important benefi t 
of using RLOs is the ability to organize 
learning content with metadata tags and 
indexes. Remember to use every and any 
term you can think of that’s associated 
with that specifi c RLO. This gives users the 
ability to fi nd online resources quickly and 
managers the ability to identify RLOs faster 
when it comes time to designing future 
learning modules. 

RLOs must be self-contained—
Each RLO should have its own learning 
objective and be usable independently. 
This makes it easy for employees to access 
specifi c information quickly and then 
apply the skill. RLOs should also be cross-
functional and able to be combined with 
other RLOs to form a comprehensive 
learning experience.

Create small units of learning—
Do not overload users with content. Keep 
RLOs as short as possible—no more than 
fi ve minutes long—so that users aren’t 
forced to wade through frivolous instruction 
to get what they need.

Embed the spoken word—Embed 
written script that was used for the narrator 
into the RLO to assure the spoken word is 
searchable. This is a best practice to provide 
more options for the learner. It also provides 
options for closed captioning if the content 
has to be 508-compliant for learners with a 
hearing disability.  

Tips and Techniques
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Get Star ted

The best way to � nd what learning challenges your workforce has begins with 
asking them where their technology frustrations lie. Also consider performing 
a gap analysis. What can the organization do to help them use technology to its 
fullest potential? Where are the real learning gaps within their roles? What types 
of learning methods do they prefer? Providing open feedback is also a fantastic 
way to gain insight on what the preferences are of your audience. 

Of course, as with any internal overhaul, identifying project advocates early in the 
process is crucial, too. Seek out internal stakeholders, supporters, cross-functional 
teams and internal resources to determine how signi� cant the need for external 
resources is and what the process will be to select a partner.

Overall, for any organization that wants to enable its employees to achieve greater 
returns and be more productive through technology, the answer is simple—go 
beyond having a knowledgeable workforce, and create a knowledge-ABLE culture. 
While building a knowledge-ABLE workforce may seem daunting, the process 
doesn’t have to be overly complex. As shown above, there many simple steps 
organizations can take to put themselves on the right track, and putting in the 
resources to transform an organization is always worth the investment.

One Bala Plaza - Bala Cynwyd, PA 19004  
www.vitalyst.com  800-HELP412  info@vitalyst.com
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About Vitalyst
Vitalyst is the global provider of client learning 
solutions driving digital adoption and pro� ciency by 

transforming employees’ technology experience.
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