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1. Introduction

“Our society is undergoing a fundamental change that will also
cause long-term, permanent change, particularly in the professional worid"

1. Globalisation:

lobalisation appears to be undergoing a

radical change. The McKinsey Global Institute
came to this conclusion via a study conducted
early in the year. In light of rapidly changing
barriers to trade, the increasing significance of
services and ongoing digitalisation, “hybrid com-
panies—meaning companies without clearly
delineated structures in terms of location and
staff-develop, and are increasingly losing their
national roots and truly evolving into global
companies in order to provide services for local
customers in a decentralized manner.”

2. Digitalisation:

Ongoing digitalisation changes the professional
world in various ways: new business models and
competition structures develop, work content
and the organisation of production and work
processes will also change.

3. New Work:

Since our society is transitioning from an in-
dustrialised society to a knowledge-based one,
the professional world is being confronted with
shifting values. In particular, traditional, hierar-

chical work structures are undergoing change
and switching increasingly toward newer, more
flexible ideas.

hese changes have a large influence on the

manner in which we work. Globalisation
means that international communication will be
crucial in the future. Digitalisation, on the other
hand, also has a large influence on how compa-
nies will work and learn in the future—in both re-
gards, digital content will increase in importance.

At the same time, digitalisation is still uncharted
territory for many companies, and anything new
tends to raise concerns. How big is the change?
How many resources need to be invested?
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These are both typical reservations and concerns
that companies have regarding the topic of digi-
tal learning.

It order to address these concerns and convince
you that the switch to digital learning is, in prin-
ciple, not all that difficult, we have created this
comprehensive guide that should help you to
implement digital language training from start
to finish. We hope you have a lot of fun reading
it and that your personal implementation is a
success.



2. The Right Language Training Concept

Especially for the export-heavy, globally operat-
ing economies, the language skills of employ-
ees—both when dealing with customers and for
internal communication—are an important factor
for success.

Based on experience, reliable communication in
customers’ native language—especially for sales
and customer service—has a positive influence on
business success and can also help secure new
target markets.

Nowadays, communication also plays a central
role within the company. Especially for multi-na-
tional companies, reliable communication be-
tween departments and at various sites reduces
friction and improves business processes. Within
project teams, communication can increase
cooperation, reduce misunderstandings, and
thus increase the efficacy of project work. At the

employee level, reliable use of language can alle-
viate worries and inhibitions , especially in terms
of communication in a foreign language.

2/3

of all companies offer
language training to their employees

Like any skill within a company, language skills
among employees must be fostered and devel-
oped in order to be able to meet the company's
needs.

So far, so good. Your company is on board and
wants to begin offering language training to your
employees immediately. Before you begin your
search for the first available vendor, it is worth

your time to address a few fundamental questions.
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1. Which focus groups within your company should be addressed with language training?

First, you should consider whether your com-
pany would like to offer language training to
all employees, or only for certain departments

or target groups. Depending on your company's
needs and strategies, it may suffice to only pro-

vide training to employees with concrete custom-
er contact, such as sales or customer service. Us-

ing this mindset, both the target training groups

and the learning needs become clearer, and may
be covered fully by classroom training.

Things are different, however, if you would like
to offer language training to all of your compa-
ny's employees. This means your target group is
larger and the learning needs are more hetero-
geneous, meaning that a training concept based

purely on classroom training in a seminar room
may fall short. For companies with hundreds or
thousands of employees, there is truly no way
around elLearning-based language training.




2. Which languages should you offer?

N aturally, the most important language for
international business relationships is and
remains English, which is why English is by far
the most commonly offered language. Other
languages, on the other hand, are best suited to
particular departments or employees in order to
address concrete business needs.

Which languages are trained most
often in companies in Europe?

English
German

French

Spanish

Italian

Chinese

Source: eLearning BENCHMARKING Study 2019

3. Which linquistic competencies should be trained?

Roughly speaking, mastery of a language Depending on learning needs and target groups,
comprises 6 aspects: speaking, writing, read- it may suffice to only provide training and de-

ing comprehension, listening comprehension, velopment of particular aspects. For call center
grammar and vocabulary. For a comprehensive employees, it may suffice to train verbal linguistic
training concept, all six aspects should ideally competencies, meaning speaking and listening

be taken into account and trained, allowing the comprehension, so that they can communicate
learner to achieve as comprehensive a mastery reliably with customers on the telephone.

of the language as possible. At the same time,
this approach is time- and labor-intensive and
may not always be necessary.



4. Blended Learning - “The Best of Both Worlds"

istorically, one of the greatest challenges of

training was the time component. If a compa-
ny decided to use face-to-face language training,
then a course would have to be scheduled for
multiple participants, who would all need to be
available at the same time. This time constraint
is not an issue for digital solutions, meaning that
employees can decide for themselves when they
have time for training. This flexibility can also
have a positive effect on motivation, since em-
ployees do not have to attend a course feeling as
if they would rather be devoting their time to an
important project. This allows the learner to ad-
just study time to his or her work schedule. The
greater control over their own learning process is
also motivational, since a digital solution allows
employees to self-quide their training and work
at their own learning pace. This prevents them
from becoming discouraged because they feel
that others are catching on more quickly. This is
because the individual results of each learner are
the focus.

Learners can also freely choose where they study.
Employees can train at work or at home, without
having to travel to a language school. Likewise,
there is no need to book a meeting room for an
instructor. All of these factors mesh much better

with new attitudes toward life and work that the
"New Work" movement has established within
companies. Learning a language is no longer a
burden, but rather a meaningful benefit program.
This flexibility yields markedly better motivation
for pursuing learning goals, even in the long term.

50%

of all companies with digital
language training rely on the
Blended Learning approach

Another flexibility factor applies to the content
itself: generally speaking, standardised books de-
picted the status quo, meaning every learner was
presented with the same content. This approach
has fallen out of fashion, since not every employee
needs the same skill set, scenarios or vocabulary.
A sales employee has a different focus than the
head of marketing. Digital methods can meet
these individual needs.

Naturally, traditional methods also have their
advantages—they are, however, no longer the only
methods that boast these benefits. Some digital
language training solutions use a "Blended Learn-
ing" approach to bring the advantages of class-



Face-to-Face Digital

room training into the digital age. In particular, the
aspect of "face-to-face” language training plays a
central role in this context. Naturally, direct ex-
change with an instructor or tutor is and remains
essential in order to address the learner's ques-
tions quickly and to use expressions and vocabu-
lary immediately.

Video technology, however, can also allow learn-
ers to experience this exchange within a digital

classroom, at any time and from anywhere, as
with the rest of their digital learning experience. In
addition, they can address linguistic weaknesses
with an instructor in a targeted manner and work
on their desired competence key points. They can
speak as much as they wish and play through both
professional and everyday scenarios. And all of
this can be integrated into their digital language
learning course that has been tailored to their
needs.

Advantages of eLearning compared to in-person training

Scalability and

cost efficiency Administrative

effort and cost

42.1% 31.3% 23.4%

Relevance
Measurability of content

and Reporting

Source: eLearning BENCHMARKING Study 2019

Diversity of
content

31.1%

Fun factor

31.3% 38.9%

Innovation

Flexible, location-
independent study




3. Planning

Considerations have been made, and now the lished language training vendor. There are doz-
next step is to begin the planning phase for ens of vendors on the market who could all offer
implementing language training in your compa- more or less comprehensive solutions for com-

ny. For this case, let's assume that the company panies. In order to find a suitable project partner
wants to provide digital English language training among these many options, you should perform

to all of its employees. In order to offer the best a needs analysis with "Must Haves" and "Nice to
curriculum, you would like to work with an estab-  Haves."

The 10 Most Important Questions Before Implementing Lanquage Training

% Which skills (reading, writing, etc.) should be trained comprehensively?

% How comprehensive should the curriculum be?

% |s the learning content also compatible with mobile end devices? Is there a native app?

% |s there a virtual classroom or other comparable software?

% How user-friendly is the curriculum?

% Are there personal tutors for learners?

% How interactive and appealing is the content?

% What impression does the vendor make? Does the vendor already have experience with
your industry?

% Can the solution be integrated easily and smoothly into your system infrastructure?

% Which monitoring and reporting options are available (namely measurability/KPls)?
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Success Factor Stakeholder Management

Complementary to the needs analysis, you or indirectly affected. For that reason, you should
should also attempt to identify and proactively identify the relevant stakeholders and express and
manage any hindrances or stumbling blocks at an  define their wishes, needs and concerns as early
early stage. In additional to legal questions and as possible.

technical hurdles, stakeholder management can

play a critical role in success. When implementing  For long-term success, it is particularly important
digital language training, especially if that training to adapt learning goals to strategic business goals
is meant to target all of a company's employees, and to involve senior directors and management.
a number of actors and departments are directly Much too often, projects fail because companies

.

see language training as a surefire success and as-
sume that employees will find a way to get it done.
In order for language training to be used actively
by employees and to constitute a benefit, a com-
pany also needs to establish a suitable framework
and make a few adjustments to the learning cul-
ture. Generally speaking, this only succeeds if the
measures are truly supported by management.




4. Implementation

he planning phase has been completed suc-

cessfully and, after a thorough selection
process, a suitable language training solution
was identified and integrated into your system
landscape. As of now, every employee can access
language training via the company's own learning
management system and, after a brief evaluation
test, can refresh or develop their English
knowledge based on his or her own level of
linguistic competence. Mission accomplished,
project complete?

Internal Marketing

In theory, you could respond to this question in
the affirmative, but in practical terms, the newly
introduced language training will likely fail over
the medium or long term without accompanying
marketing and communication measures. In order
for employees to truly make use of the new train-
ing options, it is important to orient them with an
onboarding process and support them as they
begin digital language training, as well as inspire
them to use a particular communication strate-
gy throughout the process. In addition, it is also
important to define clear, binding learning goals
with management and to establish a suitable
framework.




4.1. Onboarding

J ust before rolling out language training, em-
ployees should be informed and provided with
teasers about the upcoming language training
via email or another information channel. Before
the start date, it is recommended that you orga-
nise an in-person or digital "Learner Kick-Off".

A member of HR or ideally management should
be involved with this kick-off event in order to
explain to employees the benefits of the new
language training:

+ Why is the company investing in language train-
ing?

+ What expectations does the company associate
with language training and what are the compa-
ny's expectations for learners?

« What is the benefit or added value of language
training for employees and their careers?

These questions and others should be addressed
during the kick-off event in order to inform em-
ployees of the company's intentions and expec-
tations from the very start, and to highlight the
benefits and opportunities for their own profes-
sional development. This allows questions, fears

and resistance among employees to be addressed
upfront and increases acceptance for language
training.

Welcome Email

After the kick-off, each involved employee should
receive a personal "Welcome Email” including
his or her login information and an introduction
to the language training platform. The purpose
of this introduction is to provide employees with
concise, relevant information about the most

important functions an thus to facilitate the
introduction to and use of language training. As
an alternative or complement to an email, a brief
learning video to visualise the functions can also
be provided.




4.2. Internal Marketing & Communication eLearning

n oder to inform the workforce and raise aware-
ness of the kick-off event for the upcoming new
language training, it is recommended that you
run a concurrent marketing and communication
campaign. The precise structure and scope of
this campaign can vary widely and differs from
company to company. Fundamentally, there are
numerous measures that can be implemented in
this campaign based on your company's needs and
intentions with regard to communication.

Regular communication is crucial

Regardless of the measures you eventually
choose, the goal of the marketing and communica-
tion strateqgy is to provide employees with compre-
hensive information about the roll-out of language
training and to keep the topic relevant over the
medium and long term via reqular updates.

Example Internal Communication Measures

")
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Word-of-Mouth marketing

(e.g., via HR employees or management)

Posters and/or information booths in the workplace
(for a limited period of time)

Competitions
Regular mailings/newsletter contributions

One-pagers/brochures tailored to the individual company
(or similar informational material)

Informational webinars with managers or leadership

Contributions or reports of experiences from learners

within your own company
(e.g., how, in concrete terms, they used their new linguistic knowledge domestically or abroad)

Preparing studies on the advantages/added value
of linguistic competence for employees




4.3. Learning Goals and Management's Role eLearning

s with other learning needs, when introducing tations in parallel. This should lead to defining dates for learning goals for both sides. In addi-
language training, it is essential that man- clear, realistic learning goals in cooperation with  tion, active interest from management or direct
agers seek out personal discussion with their one another. In order to define these goals, you supervisors and support with guestions or prob-
employees in order to communicate the compa- can orient yourself using the "SMART Formula." lems has positive effects on acceptance among
ny's expectations, cooperate to define binding employees.
goals and offer themselves as communication Milestone Planning
partners in the event of questions or issues. In
this context, it is important not only to express In addition to agreeing upon learning goals, both

the company's expectations in terms of language parties should also cooperate to draft a milestone
acquisition, but also to address employee expec-  plan that establishes binding deadlines and sets

= Specific = The goals must be formulated clearly and unambiguously

= Measurable = The goals must be measurable o
"Binding goals between

employees and management

= Attractive = The goals must be desirableor attractive to employees increase learning success"

= Realistic = The goals must be achievable and feasible

—Jpolp=2<(T)

= Time-bound = The goals need to have a deadline




4.4. Framework & Learning Culture

n order for employees to benefit from the new

language training and be able to meet their
learning goals, the company must establish a
corresponding framework. Within this context, one
important aspect is learning time, since the best
training options are not particularly useful if em-
ployees have no opportunity to use it actively.

Self-quided learning time

For example, a company can establish self-quided
learning times, wherein each employee can freely
allocate a certain amount of time during their reg-
ular work week for language training. Theoretical-
ly, this allows employees to make use of language
training independently and in coordination with
their work duties. In order for this sort of model to

work in practice, employees must actually be able
to invest time. If work is always the priority and no
importance is placed upon learning time, particu-
larly by supervisors, then this form of language
training is doomed to fail. On the other hand, if
employees are allowed to train outside of work
hours, you must establish clear requlations regard-
ing whether and how off-the-clock training time
will be compensated as work time.

Learning locations

The learning locations provided are another
determining factor. In most companies, not every
employee has access to their own desktop PC,
which would allow digital language training to be
accessed without any special effort. Employees

in production, for example, often do not have this
option available to them. Particularly for these
types of target groups, corresponding EDP spaces
or learning areas should be established, which can
be used or booked independently by employees or
in agreement with management.

Incentives

In addition, it may be worthwhile for companies to
consider motivational incentives. For example,
employees could be granted a reward for achiev-
ing their learning goals (e.qg., coupons for the
cafeteria, additional holidays, etc.), or playful
elements such as scoreboards could be used.




5. Measuring and Evaluating Success

he implementation phase has been completed

and language training has now been in effect
successfully for several months. Things are back
to normal. At this point, it is worthwhile to reflect
and compare the actual situation with your goals.
After all, comprehensive monitoring and reporting
options are among the greatest advantages of dig-
ital learning solutions. Generally speaking, a large
guantity of aggregated usage data, such as access
numbers or completion/cancellation rates can be
collected and reviewed without any special effort.

In addition, it is worth your time to collect feed-
back from employees/learners as well as their
supervisors, especially during the initial period.
Employee surveys can be used to establish an
understanding of their satisfaction with the lan-
guage training that has been introduced and to
learn what works and, especially, what doesn't
work based on user feedback. Complementary
feedback from management can provide you with
insight into whether the predefined learning goals
are truly being achieved by means of the language
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solution, or whether management can determine
an increase in reliable communication and willing-
ness to communicate among their employees.

Defining the Correct Goals

Assessing whether the introduction to digital
language training was successful often depends
on the expectations and project goals that were
originally defined. A goal such as "all company
employees should achieve level C1 English compe-
tence within one year" is doomed to fail from the
start. However, if employees are still actively using
language training months after rollout, continue
to slowly but surely develop their professional
linguistic competence and their foreign language
communication has improved overall, then the in-
troduction of language training was, in all practical
senses, a success.
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