Reimagining Workforce Learning
Building Capability in an Era of Continuous Disruption

Based on the research of Jonathan H. Westover, PhD
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The 2030 Transition Imperative

The percentage of workers who
will need to fundamentally
transition jobs or experience
substantial task-level changes
between 2021 and 2030.
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Key Insight: The traditional industrial-organizational paradigm—training as a
mechanism solely for static organizational performance—is mathematically
incompatible with this volume of workforce turnover and transition.
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Formal Training

Organizationally sponsored,

highly structured content

delivery. Metrics focus on ROI

and current job transfer.
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The Spectrum of Learning Agency

| dn ! | 0. 1 5 FRES |
Inciaental & Upservational

Unstructured learning absorbed
through socialization, collegial
presence, and informal
mentoring.

I
Upskilling:
Maintaining current
competitiveness.

Work-Related Self-Directed

Individual initiative to identify
skill gaps, select resources, and
self-regulate progress.

[
Reskilling:
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Pursuing fundamentally
new competencies.
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Five Forces Fracturing the Traditional Model

Remote Digitization i Demographic Aging

Eliminates observational 7 8 / Fastest-growing labor segment
learning and fragments e - / (55+) demands extended
organizational socialization & ——— career-span learning.

The
Traditional ‘ .
Worker =) Precarious Work
61% of the global workforce
is in the informal economy;
Al Integration ' \, /S 78M gig workers lack
Trahsformatack [/~ institutional support.
requirements, demanding
continuous, adaptive
instruction.

Climate Displacement

20M displaced annually, instantly
nullifying location-specific credentials.
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The Isolation of Skill Development

Remote work severs the vital ATEPN The Content/Context Paradox
informal learning pathways 2 ‘
that historically sustained SN g The Boom:

2 Al and MOOC:s provide
workforce capability. unprecedented access to

adaptive, personalized
instruction.

The Bust:

Remote work removes peer
modeling, supervisor
oversight, and observational
socialization required to
contextualize skills.

The Reality Check:

33% of the global population
lacks internet access, and the
“working poor” (4% in US) are
systematically excluded from
tech-enabled learning.
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A el
The Cognitive Aging Paradox

Fluid Intelligence
(Processing speed, working
memory, abstract reasoning)
The Adaptive
Instruction Zone

Crystallized Knowledge
(Accumulated expertise and
domain knowledge)

Worker Lifespan (Early Adulthood to Late Career)

The Imperative

Older workers (projected to be 25% of the US workforce by 2030) face self-fulfilling age stereotypes.
Effective learning cannot be rushed; it must explicitly connect novel technical skills to the worker’s
deep reservoir of crystallized expertise, demanding personalized, extended-mastery pathways.
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The Informal Economy Gap

For 61% of the global workforce, capability
is high, but formal recognition is zero.

Traditional

Artisan Skills i

Foreign Experlentlal &
Credentials a Daily-Wage & /

Knowledge

The Platform Trap The Displacement Trap

Gig work compensates for specific task execution, Climate migration systematically nullifies existing
inherently narrowing scope. This leaves zero credentials due to language barriers, cultural
compensated time for broader competency differences, and destination-country licensing rigidity,
development, trapping workers in static capability loops. rendering profound expertise invisible.
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Synthesis: The Great Shift of Burden

The Core Insight: These five macro-disruptions appear distinct, but they share a singular, profound
consequence: They fundamentally push the burden of learning away from the organization and onto the
individual. Whether isolated by remote work, displaced by climate, or operating as an independent

contractor, the modern worker is increasingly alone in identifying, funding, and executing their skill
|~ development.
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Do Human Capiea
The Pivot: Redefining the Learning Paradigm

Person-Centered

Organization-Centered

PUD05e Improve specific, static job Ensure lifelong employability and

P performance. continuous adaptability.
Individual self-assessment of
personal capability against opaque
labor markets.

Needs Organizational gap analysis
Assessment (KSA mapping by management).

Individual curation and vetting
based on personal timeline, budget,
and digital access.

Content Systematic instructional design |
Selection directed by L&D departments. |

Success ROI and immediate training | Successful career transitions and
Metrics transfer to current role. sustained, resilient livelihood.
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The Assessment Chasm

Person-centered learning requires rigorous
self-assessment, but individuals are set up to fail.

Labor Market Opacity

Workers lack visibility into emerging
growth sectors. The architectural overlaps
between their current knowledge and
future roles remain hidden.

Self-Assessment Bias

Humans exhibit systematic biases in
evaluating novel competencies (the
Dunning-Kruger effect), making solitary
gap-analysis highly error-prone.

Credential Complexity

Translating digital badges, legacy degrees,
and informal experience into recognized
labor market demands immense cognitive
resources that exhausted workers lack.
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Bridging the Gap: Skillshed Mapping

The Method:

Utilizing labor databases (like
O*NET) to map the DNA of
occupations.

By calculating similarity scores
between declining and growth
roles, opaque job markets
transform into transparent
“skillsheds” that explicitly define
viable transition pathways.

Transferable
KSA Overlap

Declining Role: [
Computer Operator !

Minimal
Transfer

Declining Role: I
Sewing Machine Operator I
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Targeted
Upskill

Extensive Reskilling
Sequence Required

| Growth Role:
Web Developer

Growth Role:
Web Developer
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The Engine of Self-Direction: Metacognitive Skill

Organizations cannot just provide content; they must explicitly teach adults how to learn.

’ 1. Goal Setting

Translating raw skillshed data into
precise, achievable personal capability
targets.

The Self-Regulatory
Loop

4. Mastery Judgment J
Accurately recognizing when
sufficient skill transferability has been
achieved to pivot to a new goal.

www.innovativehumancapital.com

|
Traditional Cla om Timeline>
|

2. Resource Selection

Navigating and critically vetting
varied learning modalities (MOOCs,
informal mentors, platforms).

3. Progress
Monitoring

Self-evaluating comprehension and
dynamically adjusting strategy
efficacy mid-learning.
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Integrating the Two:
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Evidence-Based Architecture

Layer 3: Internal
Opportunity Mapping

Layer 2: Age & Climate
Inclusive Design

Layer 1: Redesigned
Remote Environments

Virtual shadowing, formal peer-
learning networks, and structured
post-training supervisor check-ins to
replicate lost observational learning.
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Thriving workers

~ ——— Transparent broadcasting of future

skill requirements and internal
pathways, empowering individual
self-assessment and agency.

Extended learning time for older
workers to pair crystallized expertise
with novel tech. Proactive reskilling
tracks for “green” legacy transitions.

Extended learning time for older
workers to pair crystallized expertise
with novel tech. Proactive reskilling
tracks for “green” legacy transitions.

Foundation:
Supported Self-Management

Dedicated, paid “learning time” during
work hours, tuition reimbursement,
and open platform subscriptions.
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The Ecosystem Blueprint

Organizational Leaders & HR

Reframe development as a
shared partnership.

Implement explicit learning time’
policies.

Measure and broadcast internal
capability trends transparently.

oA
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L&D Specialists

Shift from content delivery to curating
‘learning opportunity marketplaces.’

| Explicitly teach metacognitive and

self-regulatory skills.

Policymakers

Treat digital access as fundamental
infrastructure.

Fund holistic recognition-of-prior-
learning credential systems.

Provide free assessment services for
displaced and precarious workers.

| Evaluate true capability acquisition,

not just course completion.

Individual Workers

Cultivate lifelong, continuous
learning mindsets.

Actively build external and cross-
functional learning networks.

| Deliberately practice self-assessment

against evolving labor intelligence.
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The New Capability Constellation

The mandate for the twenty-first century is no longer how to train a static workforce for tomorrow's jobs.

We must build integrated, resilient ecosystems that enable every member of the labor force—regardless of age,
employment arrangement, or geography—to continuously navigate a landscape of perpetual disruption.

Moving from organizational service to genuine, systemic human capital development.
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