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Introduction 

For decades, training initiatives in the workplace have taken a rather predictable 

form. On-the-job training, where an inexperienced employee is paired with an 

experienced employee, has historically been the dominant method of workplace 

learning. When such a one-on-one arrangement isn’t feasible, organizations have 

typically used instructor-led classrooms. However, the impact of technology on 

the workplace in the last few decades has dovetailed into the desire for L&D 

functions to offer individualized instruction to learners. This shift has left many 

organizations with legacy training content stuck in the world of print with a 

learning path that cannot flex to meet changing training demands. Although still 

containing valid content that may be critical for employees to know, the structure 

of many classroom and print materials is at odds with how learners need to access 

these materials and complete training milestones. This problem has created a 

need for the digital conversion of existing content in many organizations. 

This need, however, typically demands a more complex solution than a copy-

and-paste operation from an instructor’s script to an e-learning module. 

Accordingly, the conversion of existing content to a digital format provokes many 

questions about the effectiveness and benefit of taking on such an endeavor. 

How do companies approach training content conversion across the enterprise? 

Which learner segments are most likely to benefit? What training topics lend 

themselves to conversion? What outcomes are companies seeking by reusing 

training content, and what are the obstacles they face in getting there? Lastly, 

how do learners feel about adopting these technologies? 

To examine these issues in greater detail, Training Industry, Inc. and Conduent 

Learning Services conducted a study examining how L&D departments are 

leveraging technology solutions to repurpose and repackage existing training 

content to deliver materials to learning audiences. In late 2016, respondents from 

273 companies completed a confidential survey reporting how their organizations 

use digital solutions to deliver converted training content (CTC) that was 

previously delivered in print or classroom formats. 
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From Classroom to Digital 

First, respondents to this research were asked to rate the overall effectiveness of 

training initiatives at their companies. As shown in Figure 1, 82 percent of 

respondents rated their company’s employee training as at least moderately 

effective. As a baseline, this statistic suggests that while the majority of companies 

are successful at deploying effective training, there is still room for improvement, 

particularly for the 50 percent of respondents who rated their company’s training 

as either “moderately effective” or “neither effective nor ineffective.” 

Figure 1 | RATINGS OF OVERALL TRAINING EFFECTIVENESS 

 

Next, respondents were asked to characterize the mix of training materials used 

at their companies on a continuum of hard copy (i.e., all training materials 

provided to learners on paper) to soft copy (i.e., all materials provided to learners 

electronically). As shown in Figure 2, 43 percent of companies use a mix of hard 

and soft materials to provide training to learners. However, 41 percent of the 

remaining respondents indicated that they use primarily hard copy materials, 

compared with only 16 percent of respondents who reported using primarily soft 

copy materials. 

While the data in Figure 1 represent ratings of general effectiveness, combined 

with Figure 2, we can surmise that effective companies are likely to use a mixture 

of hard and soft training materials in support of learning initiatives. However, as 

mentioned previously, most companies still have room to grow; accordingly, 24 

percent of the respondents who indicated that their companies use a roughly 
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equal mix of both hard and soft materials also rated their overall training as 

“moderately effective.” 

Figure 2 | ENTERPRISE APPROACH TO TRAINING MATERIALS 

 

Though the data in Figure 2 suggest that CTC has already made significant 

inroads into the typical format of the materials with which a learner will interact, 

one could question whether this trend is simply a matter of many L&D 

departments cutting printing costs. However, subsequent questions in this section 

suggest that it is mostly a learner-focused change, for the ability both to offer 

more individualized instruction and to make engaging with training easier and 

more impactful. 

Figure 3 | IMPORTANCE OF MULTIPLE TRAINING MODALITIES 
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Although not part of this study, other Training Industry research has consistently 

found that about half of companies deliver training on three to six different 

modalities across their entire learning portfolio. As shown in Figure 3, 79 percent of 

respondents reported that offering alternate formats of training materials was very 

important or essential to the support of training initiatives. 

However, is increased training effectiveness simply a matter of offering multiple 

modalities? This study suggests that it is the introduction of digital materials that 

drives perceptions of more effective learning outcomes. Consequently, Figure 4 

shows that 79 percent of respondents prefer digital materials over print, with over 

one-third rating digital content as “much better” by comparison. Despite the 

results shown in Figure 2, which portrays a mixture of materials with a trend toward 

the use of hard-copy materials, only 17 percent of respondents felt that a print 

format is more or less equivalent to digital when it comes to the effectiveness of 

supporting learning. 

Figure 4 | PERCEPTION OF DIGITAL VS. PRINT MATERIALS 

 

Next, respondents were asked about the efficacy of CTC as it pertains to specific 

training topics. Figure 5 shows the training topics that were found to be most 

conducive to conversion. These data represent the areas where companies are 

currently reusing pre-existing content or are planning to convert such content. As 

seen in the figure, IT training, onboarding, product/service knowledge, soft skills, 

certifications, and HR-related training were the topics identified as best suited for 

CTC. Of note is that language training and process improvement training (e.g., 

Six Sigma, Lean, etc.) were rated as having the lowest potential for conversion. 
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Figure 5 | DIGITAL CONVERSION BY TRAINING TOPIC 

 

The results of Figure 5 beg the question: What might make some training topics 

better candidates for conversion from print to digital than others? There are a 

number of potential factors, including: 

1. Content that needs to be updated regularly or has a short shelf life relative 

to other topics 

Though the frequency of necessary content refreshes may vary often, 

digital formats can offer greater agility when updating and disseminating 

CTC. For example, organizations may need to refresh IT training to keep up 

with software releases and enterprise upgrades. 

2. Content that serves the largest number of learners 

When a particular training topic is relevant to the majority of the 

organization, CTC can permit greater flexibility in delivering the content to 

more employees using more modalities, making such training more 

scalable than it might be in a print format. For example, onboarding 

content may serve a large number of employees over time, assuming there 

are enough new hires or M&A to warrant putting the time in to covert the 

content to a digital platform. Digital onboarding can help facilitate both 

large and small onboarding events with the same resources. 
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3. Content that will be accessed frequently relative to other topics 

A large number of learners may access some content but not necessarily 

return to it. Other types of content might cover less of the total employee 

population but be crucial to certain types of roles. In such instances, CTC 

may function as a job aid, with the initial training initiative serving to 

familiarize employees with how to use such content as a job aid. For 

example, product/service knowledge training may be delivered to 

employees regularly and referenced frequently while on the job by those 

who have completed the training or, when accessible, even by employees 

who did not. 

4. Content that can be learned without an instructor 

Removing the instructor from the equation tends to work best with topics 

comprised largely of procedural or declarative knowledge that can be 

presented easily across a range of platforms. For example, IT training can 

be converted to a digital modality that permits learners to work through 

materials and attempt application exercises without the guidance of an 

instructor. 

5. Content that can be learned in smaller pieces 

Content that can easily be broken down into constituent pieces and 

delivered separately can be adapted to CTC to provide a learner-

controlled training flow. For example, a certification curriculum may be 

easier for employees to work through if the learning materials are divided 

into smaller modules, compared to a classroom training that covers the 

same content in a single marathon session. 

This is not to suggest that any training topic with content that meets one or more 

of the above criteria would be best packaged as CTC. There are other factors 

that can obviously affect the success of CTC besides the nature of the topic, such 

as the intended learning audience. 

 

Recycling Content Across Learning Audiences 

When we talk about L&D, we most often assume that “learner” is synonymous with 

“employee.” But more often than not, the responsibility of L&D functions extends 

beyond offering training to employees to include external partners, contractors 

and customer education. Respondents were asked to rate the likely benefit of 
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CTC to these learner constituencies in order to discern whether some companies 

see limited value in the use of soft copy materials. 

Figure 6 shows that the perceived benefit of CTC bridges many types of learner 

audiences with nearly unanimous agreement. Perhaps unsurprisingly, internal 

employees were seen as the most salient beneficiaries; 93 percent of respondents 

agreed that CTC would have a positive impact on employees’ jobs. With that 

comparison, however, it should not be minimized that at least three-fourths of 

respondents also saw CTC as beneficial for the rest of the learning audiences. 

Figure 6 | LIKELY BENEFIT ACROSS LEARNER AUDIENCES 

 

Learning audiences are not the only lens through which to appraise the benefits 

of CTC, however. As shown in Figure 7, there is a clear pattern of differences in 

the expected value to learners across generations. First, respondents were most 

emphatic about the worth of CTC to millennials, with 53 percent in strong 

agreement that converting content could benefit this employee demographic. 

However, combining “strongly agree” and “agree” ratings, Generation X 

employees garnered the highest level of agreement (93%) that CTC could be 

beneficial. Although 21 percent of respondents were unsure about the benefit to 

boomers, it should be noted that a combined 73 percent agreed about the likely 

benefit to these learners, and only 7 percent did not feel that there would be any 

benefit to older workers. 
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Figure 7 | LIKELY BENEFIT ACROSS EMPLOYEE GENERATIONS 

 

Lastly, respondents were asked about the likely benefit of CTC across types of job 

roles. As shown in Figure 8, reusing training materials benefits employees across all 

types of roles in over three-fourths of companies. 

Figure 8 | LIKELY BENEFIT ACROSS JOB ROLES 

 

The overarching takeaway from the data in this section is that CTC is seen as 

beneficial to nearly every faction of learners, whether inside or outside the 

company, whether early or late in their careers, and regardless of their role in the 

organization. 
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Pros and Cons of Digital Conversion 

Though this report has so far discussed the general benefit of CTC, there are a 

number of specific benefits that companies are seeking to reap from its use. These 

benefits are related to providing greater access to training, reducing related 

delivery costs, improving the learning experience and collecting better training 

metrics. As shown in Figure 9, nearly all potential benefits were endorsed as 

reasons that an organization would move to electronic forms of learning. 

Figure 9 | RATINGS OF EXPECTED BENEFITS OF DIGITAL CONVERSION 

 

Migrating to CTC is not without its hurdles, however. There is an array of resource 

challenges, governance roadblocks and infrastructure shortfalls that can 

undermine an otherwise effective CTC rollout for learners. In this regard, moving 

to CTC across an enterprise is partially a matter of committing to working through 

struggles that may have little or nothing to do with the training itself. As shown in 

Figure 10, over two-thirds of respondents to this survey indicated that all of these 

challenges are relevant concerns for companies seeking to convert their existing 

training content. 
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Figure 10 | RATINGS OF ANTICIPATED CHALLENGES TO DIGITAL CONVERSION 

 

To this point, this report has discussed the general perceptions of CTC, the training 

topics best suited to CTC, the learning audiences that stand to benefit from it, 

and the organizational goals and challenges often associated with this enterprise-

wide endeavor. Next, the report will explore why some employees are more 

willing to embrace CTC than others. 

 

Technology Acceptance and Employee Adoption 

The answer to why employees might use CTC is not straightforward; people have 

different levels of information technology skills and may have different dispositions 

toward the impact and utility of CTC. There is a widely-used framework in 

information systems research called the Technology Acceptance Model (TAM), 

originally created in 1989 by Fred Davis at the University of Michigan. This 

framework is concerned with people’s disposition toward a technology and the 

decision-making criteria that influence their choice to adopt the technology into 

use. This section will consider CTC through the structure of TAM. 

While admittedly not exhaustive in identifying all the possible factors that may 

influence the use of technology, there are four central components in TAM:  
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1. Perceived ease of use. This component answers the question, “Can I use 

CTC without feeling like I’m exerting more effort than I should?” 

2. Perceived usefulness. This component answers the question, “Will CTC 

contribute to my job performance?” 

3. Attitude toward the technology. This component answers the question, 

“Would I prefer to use CTC over other alternatives?” 

4. Intention to use the technology. This component answers the question, “Do 

I feel motivated to actually use CTC?” 

Each of these components was measured using three to four separate items in 

order to cover each concept from multiple angles. This method provides a more 

reliable and valid measurement of each respondent’s relative standing on each 

component. Figure 11 shows the average scale scores, on a five-point scale, for 

the four components of the TAM as they relate to respondents’ perceptions of the 

use of CTC. 

Figure 11 | RATINGS OF TECHNOLOGY ACCEPTANCE 

 

Respondents to this survey were also asked a series of questions about individual 

work outcomes. These outcomes included: 

• Respondents’ sense of work role clarity. Employees high in role clarity feel 

like they have a clear understanding of what is expected of them in their 

job. They have a good idea of where their responsibilities lie, why some job 

tasks are higher priorities than others and how their work fits in to the 

matrixed processes around them. 

• Respondents’ work centrality. Employees high in work centrality feel that 

their job is a large part of how they define themselves. They’ve internalized 

what they do to the extent that if asked to describe themselves, their 

occupation plays a starring role in how they answer that question. 

• Respondents’ overall satisfaction with their job. Employees high in job 

satisfaction feel good about what they do and in turn are more likely to be 

committed to the company they work for and the goals that company is 

trying to achieve. 
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The TAM variables were analyzed along with the data for work outcomes, which 

produced the correlation matrix shown in Table 1. As expected, the elements of 

the TAM were strongly correlated with each other; these variables are shown in 

the shaded area of the table. 

The hard-versus-soft-materials variable, abbreviated H2S in Table 1, showed an 

interesting pattern of relationships with other training-related variables. The H2S 

variable is the same data presented earlier in Figure 2. As shown, H2S was 

significantly and positively related to attitudes toward digital training materials 

(ATT), the perceived advantage in effectiveness of digital over print (DE) and 

ratings of overall training effectiveness (OTE). The H2S variable was not significantly 

related to other TAM elements, nor did it demonstrate a relationship with 

individual work outcomes. 

Table 1 | CORRELATIONS OF TRAINING WITH TECHNOLOGY ACCEPTANCE  

 

What are the takeaways from this pattern of relationships? First, where a company 

falls along the continuum of using print versus digital materials appears to have 

no bearing on learners’ perceptions of the usefulness, impact or willingness to use 

CTC. The positive relationship between the H2S and ATT variables, however, 

suggests that learners in companies using mostly hard-copy materials hold 

markedly positive attitudes toward the use of CTC. This relationship is mirrored in 

the correlation between the H2S and DE variables, which suggests that learners in 

companies using mostly hard-copy materials also see CTC as more effective in 

supporting training initiatives compared to print. The lack of a significant 



© 2017 Conduent Learning Services and Training Industry, Inc. 

15 
 

correlation between H2S and any of the individual work outcomes, however, 

suggests that simply offering materials in a digital format does not appear to be 

related to how learners feel about their job. Said another way, a digital learner is 

not necessarily a happier employee. 

 

Conclusion 

Looking at the cumulative results of this research, we can describe several 

patterns about the recycling of existing learning content to a CTC format: 

1. Digital is the preferred format for training materials. 

As opposed to merely being a learning preference, the preference for CTC 

was driven by a perceived increase in training effectiveness. The opinion of 

79 percent of respondents in this research was that digital materials do a 

better job of supporting training than printed classroom materials. The benefits 

of CTC that respondents emphasized were related to improving the 

consistency of the learner experience, reducing time away from the job and 

the ability to incorporate innovations into learning activities. 

2. There are many topic areas that lend themselves to conversion. 

The topics that companies are already widely converting include IT training, 

onboarding, product and service knowledge training, and soft skills. 

Language training and process improvement training were the only topic 

areas where fewer than 30 percent of respondents indicated a current or 

planned conversion from hard-copy training materials. However, the lower 

endorsement of these topics may also reflect their prevalence in most L&D 

departments’ portfolio of offerings. 

3. The process of converting materials has challenges that must be strategically 

addressed. 

There are many obstacles to successful conversion of training materials. The 

largest problem respondents reported was issues with how to optimize 

learning for mobile devices. Other prominent impediments included the cost 

and scope of leveraging external solutions, governance hurdles and a 

shortage of in-house technical skills to migrate print materials to CTC. 

4. At organizations that use more hard-copy materials, learners are likely to be 

ready and willing to embrace a move toward digital. 
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Assessing respondents’ disposition towards CTC through the framework of the 

Technology Acceptance Model showed that CTC is generally seen as easy 

to use and beneficial to job performance. Further, attitudes about the use of 

CTC were positively related to the use of hard-copy materials, suggesting that 

employees in these companies who hold such attitudes are predisposed to 

see them as a benefit. Conversely, the perceived usefulness and impact on 

job performance were not related to the spectrum of hard- versus soft-copy 

materials, which, along with the relatively high average scores on these 

variables, shows that employees see the value in CTC regardless of how much 

training they currently encounter in either format. 

“Well, this has all been common sense,” you might think. “Of course people will 

like some things better in a digital format. But for some things, you can’t beat a 

good old workbook, even though I have a cabinet full of outdated copies and 

misprints of them.” Fair point, but you might have a different relationship with 

those materials if you had invested your own time and effort in making them. 

But where are learners going to transfer what they’re being taught? In other 

words, what is the environment in which they do their jobs? If we’re talking about 

a primary learning audience of internal employees, it’s fair to say that the vast 

majority of them interact with computers for most or all of the tasks that are core 

to their day-to-day work. In this respect, CTC offers a better match between the 

learning context and the on-the-job performance context, thereby facilitating 

knowledge and skill transfer by enabling training to mimic real-world tasks as 

closely as possible. 
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Study Demographics 

Figures 12 through 15 provide context on the 273 survey respondents who 

participated in this research. These figures summarize the companies the 

respondents represent and the functional areas/departments that their roles 

support within the organization. 

Figure 12 | ORGANIZATIONAL SIZE 

 

 

Figure 13 | INDUSTRIES REPRESENTED 
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Figure 14 | FUNCTIONAL AREAS REPRESENTED 

 

 

 

Figure 15 | ORGANIZATIONAL ROLES REPRESENTED 
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About This Research 
 

About Conduent Learning 

The learner of yesterday was a victim of pushed learning that was restricted to the job 

and nothing about the future. The learner of today has more of a choice in what he 

learns but still has limitations. The learner of tomorrow is responsible for his learning both 

formal and user-generated content. At Conduent Learning, we believe that to be 

more effective, and impact business results, learning should be continuous, available 

at the point of need, leveraging a variety of delivery formats, new technologies, and 

innovative approaches. We offer a well-constructed learning and development eco-

system that increases effectiveness by connecting employees at all levels to a broad 

range of content, processes, and technologies to drive performance.  

Conduent Learning Services is an award-winning provider of global end-to-end 

corporate learning services, designed to accelerate productivity and growth for your 

business. 

For more information, go to www.conduent.com/learning. 

About Training Industry 

Our focus is on helping dedicated business and training professionals get the 

information, insight and tools needed to more effectively manage the business 

of learning. Our website, TrainingIndustry.com, spotlights the latest news, 

articles, case studies and best practices within the training industry. 

For more information, go to www.trainingindustry.com, call 866.298.4203, or 

connect with us on Twitter and LinkedIn. 
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