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EXECUTIVE SUMMARY

eb 2.0 technologies are quickly becoming

some of the most popular communication

tools around. Web 2.0 technologies are the
second generation of web development and design; these
technologies aim to facilitate communication and secure
information sharing, interoperability, and collaboration
on the World Wide Web. Web 2.0 concepts have led to the
development and evolution of web-based communities,
hosted services, and applications such as web services,
blogs, podcasts, and online social networks. With unique
characteristics such as user participation and openness,
web 2.0 technologies are transforming the ways that
organizations communicate, and the technologies seem to
be a natural fit for training and learning efforts within the
corporate world. What effect have Web 2.0 technologies
had on the workplace learning exactly? The ASTD-Booz
Allen Hamilton—i4cp Web 2.0 study aimed to find out.

The study discovered that the immense potential of Web

2.0 technologies has not yet been realized by the learning
function in most organizations, because many organizations
are still just getting familiar with these technologies. This

is perhaps the most powerful finding in the study. The

fact that so few organizations have integrated Web 2.0
technologies into learning supports the notion that learning
functions are stuck in old paradigms and falling behind

the times. That’s not to say, however, that most learning
professionals don’t see the handwriting on the wall. The vast
majority believe that the learning function will use Web 2.0
technologies more over the next several years. And some
organizations on the vanguard are already “power users”

of these technologies for the purpose of enhancing learning.
This study suggests that learning professionals must be open
to these new ways of thinking about learning. Web 2.0
technologies offer opportunities for collaborative learning
and knowledge sharing that simply cannot be passed up.

The research team responsible for the survey asked
respondents about both the use and the utility of specific
technologies, finding that learning professionals typically
believe that Web 2.0 should be used to a much greater
extent than it currently is. The survey also explored the
reasons for using these technologies, the risks associated
with them, the metrics used to gauge them, and the
principal owners and users of Web 2.0 within companies.
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Only a small minority of companies are on the cutting
edge of Web 2.0 usage in the learning function. Just 9
percent said Web 2.0 technologies play a major role
in the learning function in their company, and another
32 percent said they play a minor role. Clearly, there’s
considerable room for boosting the usage of Web 2.0
technologies in organizations today, and there’s good
reason to believe that this will occur.

About 87 percent of respondents predicted that, over the
next three years, their organizations were more likely to
use Web 2.0 technologies in the learning function than
they currently do. Meanwhile, a minuscule 2 percent
predicted their firms would use these technologies less.

Given this growth, it’s likely that these technologies will
contribute more to learning in coming years. The results
of the study indicate that, when looking at organizations
that use Web 2.0 for learning, only about 18 percent said
that Web 2.0 technologies contributed to the effectiveness
of the learning function to a high or very high extent.

There are many reasons organizations adopt Web 2.0
technologies, but the most widely reported one—cited
by 77 percent of respondents as a reason to a high or
very high extent—was to improve knowledge sharing.
This highlights the fact that Web 2.0 technologies

tend to facilitate the exchange of information among
two or more people, often on a just-in-time basis. To
foster learning in the organization was the second most
widely cited reason.

Organizations often restrict their employees’ usage

of Web 2.0 technologies due to the risks associated
with using these technologies. The top risk noted was
leaking of confidential information, with 36 percent of
respondents saying that, to a high or very high extent,
this is viewed as a threat. The other top risk was
inaccurate and incomplete information.



When looking only at organizations that use Web 2.0
for learning, the study found that none of the specific
Web 2.0 technologies are being used to a high or very
high extent by a majority, but some are being used
much more widely than others. Instant messaging is
the most commonly used Web 2.0 technology, followed
by shared workspaces.

The survey included questions about the degree

to which technologies should be used more. The
technologies that should be used more than they are
currently include Web services, wikis, and podcasts.
Also notable was the use of virtual world technology.
While respondents said that this technology is rarely
used to a high or very high extent (5 percent), the
percent of respondents who indicated it should be used
is 25 percent, a fivefold jump.

Web 2.0 technologies are not yet highly integrated into
any type of training in most companies. There’s much
yet to be accomplished in this area. The study found
that, among companies that use Web 2.0 for learning,
technical training or skills-based training is the top
type of training program in terms of integration of
Web 2.0 technologies. Almost two in 10 respondents
indicated that their organizations had integrated Web
2.0 technologies into technical or skills-based training
to a high or very high extent. IT application training
is the second-most likely type of training program to
integrate Web 2.0 technology.

Only 12 percent reported integrating Web 2.0
technologies into leadership training to a high or very
high extent, but this type of training showed the highest
correlation with the degree to which such technologies
contribute to the effectiveness of the learning function.
In other words, Web 2.0 technology integration into
leadership training was most associated with increased
effectiveness of the learning function.

Learning professionals should be proactive in encouraging
others to use Web 2.0 technologies for learning. Among
the companies that use these technologies for learning,
about six in 10 respondents indicated that encouraging
greater participation in using Web 2.0 technologies was

a useful or very useful strategy to increase/accelerate

the adoption of Web 2.0 technologies into the learning
function. The second-most highly rated strategy was to
communicate the purpose and benefits of usage of these
technologies in the learning function.

The IT department was most frequently mentioned as the
primary “owner” of Web 2.0 technologies, but only 37
percent said this was the case in their organizations. Almost
a fifth (18.4 percent) of respondents said a combination

of departments owned it, and more than one in 10 (13.4
percent) said that 7o department was considered the primary
owner. Therefore, nearly a third did not consider Web

2.0 technologies to have a principal owner. If the learning
function wants to utilize these technologies to a greater
extent, it will probably be obliged to work closely with IT,
accept partial ownership, or work with a multifunction
project team focused on utilizing these technologies.

The study also determined the degree to which
departments are users of Web 2.0 technologies. The IT
department was found to be the most intense user of Web
2.0 technologies, followed by the learning department.
Over time, it seems likely that the learning department
will become a heavy user of these technologies.

Some technologies have been commercially developed
and can be taken “off the shelf” and modified to suit
organizational purposes. Others are internally developed
or highly customized to meet the needs of organizations.
As it turns out, almost equal weight was given to
commercial and customized solutions.
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But about 10 percent indicated Web 2.0 technologies
were entirely commercial off-the-shelf, whereas only 3
percent of respondents said they were entirely custom
built. This slight skewing toward the commercial
solutions is not a big surprise, given the availability of
commercial wikis, social networking sites, virtual worlds,
and other technologies. It’s interesting to note that one
approach does not seem to be any better than another
from a learning effectiveness perspective.

Even among those organizations that use these
technologies for learning, relatively few track or measure
the effectiveness of Web 2.0 technologies, but doing so is
correlated with effectiveness. Therefore, there’s probably
a benefit to learning professionals if they develop a
measurement component when incorporating Web 2.0
technologies into the learning function. Only about 18
percent of respondents said that internal usage of Web
2.0 technologies was, to a high or very high degree,
employed in their organizations as a measure of usage/
adoption of Web 2.0 technologies. The second-most
widely used metric was customer satisfaction scores.
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When participants were asked about their best practices
in this area, three common themes emerged. Some

had specific advice on the proper usage of Web 2.0
technologies, some spoke about the best methods of
integrating these technologies, and some spoke to the
creation of formal processes for Web 2.0 technologies.

Many respondents also provided feedback on “lessons
learned.” Six common themes emerged:

e performing advanced planning before rolling out
the technologies

e providing employee training and communications
on how to use the technologies

e allowing enough time for the new technologies to
take root in the company

e avoiding trying to control the usage too much
e securing senior-level commitment

¢ and building controls into the process to ensure
integrity of process, content, and measurement.



| ABOUT THE CONTRIBUTING ORGANIZATIONS |

THE AMERICAN SOCIETY FOR
TRAINING & DEVELOPMENT

The American Society for Training & Development
(ASTD) is the world’s largest association dedicated to
workplace learning and performance professionals.
ASTD’s members come from more than 100 countries
and connect locally in 136 U.S. chapters and 25 Global
Networks. Members work in thousands of organizations
of all sizes, in government, as independent consultants,
and suppliers.

ASTD started in 1944 when the organization held its first
annual conference. ASTD has widened the profession’s
focus to link learning and performance to individual

and organizational results and is a sought-after voice on
critical public policy issues. For more information, visit
www.astd.org.

BOOZ ALLEN HAMILTON

Booz Allen Hamilton has been at the forefront of strategy
and technology consulting for 95 years. Every day,
government agencies, institutions, corporations, and
infrastructure organizations rely on the firm’s expertise
and objectivity, and on the combined capabilities and
dedication of our exceptional people to find solutions
and seize opportunities. We combine a consultant’s
unique problem-solving orientation with deep technical
knowledge and strong execution to help clients achieve
success in their most critical missions. Providing a broad
range of services in strategy, operations, organization and
change, information technology, systems engineering,
and program management, Booz Allen is committed to
delivering results that endure.

With 20,000 people and $4 billion in annual revenue,
Booz Allen is continually recognized for its quality work
and corporate culture. In 2009, for the fifth consecutive
year, Fortune magazine named Booz Allen one of “The
100 Best Companies to Work For,” and Working Mother
magazine has ranked the firm among its “100 Best
Companies for Working Mothers” annually since 1999.

To learn more about the firm, visit www.boozallen.com.

THE INSTITUTE FOR CORPORATE
PRODUCTIVITY

The Institute for Corporate Productivity (i4cp) improves
corporate productivity through a combination of
research, community, tools, and technology focused on
the management of human capital. With more than 100
leading organizations as members, including many of the
best known companies in the world, i4cp draws upon one
of the industry’s largest and most experienced research
teams and executives-in-residence to produce more than
10,000 pages of rapid, reliable, and respected research
annually, surrounding all facets of the management of
people in organizations.

Additionally, i4cp identifies and analyzes the upcoming
major issues and future trends that are expected to
influence workforce productivity and provides member
clients with tools and technology to execute leading-edge
strategies and “next practices” on these issues and trends.
For more information, visit www.i4cp.com.
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| CONTACT |

ASTD

RESEARCH

ASTD Research tracks trends, informs decisions, and connects
research to practice in the field of workplace learning and
performance. ASTD Research conducts a wide variety of
ongoing studies on topics of interest to the learning profession.
Recently released studies include:

* Annual State of the Industry Report

 Learning’s Role in Employee Engagement

* Learning’s Role in Globally Dispersed Workforces
* Tapping the Potential of Informal Learning

* Talent Management: Practices and Opportunities
Executive Development: Strategic and

Tactical Approaches

The State of Sales Training

For more information about each study, as well as ASTD
Research’s comprehensive benchmarking services, visit
wWww.a St(l .()l'g/I'CSL‘ﬂ Irc h.
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| MORE FROM ASTD RESEARC

THE STATE OF SALES TRAINING
study explores how today’s
organizations are approaching
sales training and sheds light on
opportunities that organizations are
missing to optimize those approaches
or consider new ones. The study will
equip you with the statistics to inform
important sales training decisions, provide you with a
background on the current sales training environment, and
give you policy recommendations that can get you started
on the road to success now.

For more information about this report click here

THE VALUE OF EVALUATION:
MAKING TRAINING EVALUATIONS
MORE EFFECTIVE study explores the
complex issue of learning evaluation,
the techniques being used, barriers to
effective implementation, and strategic
uses of learning metrics. With greater
scrutiny and emphasis on effectiveness,
organizations continue to explore
ways to communicate and document the value of training
and development they provide to employees. The data in
this report can help many firms become more proficient in
successful measurement of the learning function.

For more information about this report click here

THE RISE OF SOCIAL MEDIA
ENHANCING COLLABORATION
AND PRODUCTIVITY ACROSS
GENERATIONS report explores
the business case for supporting
and using social media technologies
from a learner’s point of view.

THE D‘?\S’E OF SOC\A’L MEDIA

This exclusive perspective provides
business leaders with insight into
leveraging the power of social media tools. The report

includes valuable results and recommendations to help
executives make strategic decisions about social media that
can positively affect organizational goals and growth.

For more information about this report click here

LEARNING IN TOUGH ECONOMIC
TIMES: HOW CORPORATE
LEARNING IS MEETING THE
CHALLENGES The global recession
weighs heavily on everyone’s mind.
Most of us are cutting back and
looking for ways to be more effective
with fewer resources. Learning in
Tough Economic Times presents compelling information on
best practices organizations are using to cope with financial
uncertainty. This study provides real data, ideas, and tools
that you can implement to be a strategic business partner and
help position your organization for success in the recovery.

For more information about this report click here

IMPROVING SUCCESSION PLANS:
HARNESSING THE POWER OF
LEARNING AND DEVELOPMENT
explores the business case for
succession planning and breaks down
how companies are executing it. Most

companies admit their succession
planning efforts have significant room
for improvement. This report is a
powerful tool for implementing meaningful change within
organizations: the analysis leads to recommendations on the
creation of metrics, candidate selection, and key practices to

cope with barriers to effective plans.

For more information about this report click here

| HOW TO ORDER | Research reports published by ASTD can be purchased by
visiting our website at store.astd.org, by calling 800.628.2783 or 703.683.8100.
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