The Millennials looking next ten years into the future launched an innovative Learning community completely designed for the Digital Age.


Our goal is to co-create a "learning community open to all" centred on people in their 20’s, 30’s and 40’s. While we work with organisations on their Human Resource development programs, our primary focus is establishing and disseminating truly practical and effective learning for individuals, rather than generic learning and vague theoretical ideas.

In the 2021 World Digital Competitiveness Ranking published by the Swiss Business School (IMD), Japan ranked 28th out of 64 countries/regions. In this survey over the past five years, Japan has set a new record low for itself, highlighting the gap with neighbouring East Asian countries. Japan's low agility and lack of international experience are more conspicuous than ever. From 2020 to 2030, globally referred to as the "Decade of Reskilling and Upskilling", Millennials and Generation Z will make up the majority of the workforce. More than just providing a training curriculum for digital skills, there is a need for a learning design and a community that reflects these generations' values ​​and culture.
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The Japan L&D Association, established in September 2021, is a non-profit consulting organisation designated as a Generally Incorporated Association and is represented by Director: Hiroyuki Oyama and located in Chiyoda-ku, Tokyo. We will begin full-scale efforts to co-create a learning community that transcends organisational boundaries from January 2022.

The following information forms an overview of our mission and background which lead to the establishment of the Japan L&D Association (hereinafter called "JLDA"). We also provide an overview of some of our future activities.



· What is the difference between L&D and HR?

L&D is an abbreviation for Learning & Development, and although there is no unified and established translation in Japanese, it is often translated as "human resources development” (typically part of the HR function in Japan). As such, the “talent development” component that is usually associated with "human resources development" is the responsibility of the organisation's personnel department. L&D, on the other hand, is primarily involved in identifying worker learning gaps and designing and developing learning solutions to meet those gaps. Talent Development is becoming a consultative and personalised employee experience rather than the traditional “generic” learning approach.

Although the L&D function works closely with HR, L&D itself is a profession that must develop hyper-personalised learning programs. This development requires specific expertise and skillsets that cannot be automatically acquired through generic HR job roles. The provisions of these kinds of learning programmes involves the acquisition of specialist attitudes, knowledge and skills. Talent Development aims to expand and deepen personal knowledge in harmony with the organization’s business strategy.



· The four reasons to strengthen your L&D capabilities now

1. Rapid changes in the environment.
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In today's world, known as the "VUCA era" (volatility, uncertainty, complexity and ambiguity) and the "ultra-digital era," where high-speed globalisation has become the norm, rapid environmental changes frequently occur around us, and the pace of that change is only increasing. The frequent emergence of disruptive business models has shortened the life of what we used to call “best practices”. Organisations and individuals must understand how to develop skills that allow us to adapt to change. What was traditionally considered the "correct answer" is no longer valid, or if it is, it may not be tomorrow. Adaptive skills, rather than fixed methods, are becoming more highly valued in today's workplace. Organisations are looking to capture "adjacent markets", which only becomes possible with agile skills that can quickly adapt to the changing business landscape. 

2. Changes in the formation of skills.
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In the past, the mainstream corporate education approach was to improve skills centred on established methodologies and motivation training for each position (such as sales and accounting positions). This type of education, the building of specialised knowledge-like blocks, is known as a “Lego” type of education within JLDA. 

However, as technologies emerge and change rapidly, skills that have never been explored or experienced before in the organisation are suddenly required to deepen oneself in one's job area, and these skills must become foundation skills very quickly.

With emerging technologies and the rapid replacement of skills that are no longer required, creating skills that replace these Lego-style skill blocks is necessary. In JLDA, we refer to this as a Rubik's cube type of learning. In this method, HR Departments must maintain the ability to freely change and move around these skill blocks according to the prevailing business situation (e.g. Innovation Departments are a growing trend and require a fluid mix and match of business and technology skills). We no longer need the fixed skills that can only respond to a specific situation, and it is indispensable to every organisation to carry out rapid upskilling and reskilling in parallel.

3. Creating a learning environment that is embedded into daily life.
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The key to achieving this Rubik's Cube-type skill formation is to maintain an organisation-level understanding of how to keep up with the speed of change in the business environment and trending technology in a timely manner. It is difficult for a learner to maintain a continuous learning experience only within a classroom format, away from daily work, and it is easy for the learned content to become obsolete without use and reinforcement.

Organisations must provide a learning environment that allows for relevant learning in "bite-size, rapid, anytime and anywhere" formats to access the latest knowledge and know-how. Most importantly, this must be incorporated into the learner's daily activities (such as while commuting, from home, on the phone, off and online, etc.). Today, many new technologies make this possible. These Digital Learning, hyper-personalised and rapid deployment strategies are increasingly important, and more, expected by the modern mobile workforce.

4. Linking learning with practical experiences
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It is always the case that practical knowledge gathered during one's "day job" or “fieldwork” is more relevant and valuable than what is learned in generic training. As a result, traditional theory-focused corporate training programs often do not stimulate learning motivation for participants. “Learning” is converted into the output of “apply” only when the learner can connect to what they usually do or aim to achieve.

The theory commonly referred to as the "70:20:10 model" states that 90% of human learning is gained through hands-on experience and interaction with those around us. In other words, we only gain about 10% of usefulness from learning unless we absorb that knowledge through practical training and participatory sessions. Learning and experience are closely related as a human experience, and the social aspect of learning that people obtain through the community is currently in the spotlight of effective L&D programmes.



· A Learning Ecosystem accessible to all workers

For Japan to reverse the downward trend and climb the world's competitiveness rankings, rising out of the slump it finds itself in; a clear evidence-based L&D framework is needed. Japanese L&D organisations and individual learners require such a framework that avoids what we see in many conventional seminars, a simple sharing of problem statements and repeated vague idea advocacy. We need to shift to an approach of practical understanding and on-the-job practice.

It is imperative to move towards this goal from a fixed, internally focused “closed” style of organisational academy to a place where actual case studies (successful and not so successful) can be shared. JLDA will begin co-creating a new learning style where real-life success stories can be shared in a “community” accessible to various companies and organisations. This approach includes all corporations (and their employees), gig workers and freelancers.
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As we advance, the JLDA aims to be a collaborative learning body centred on human resource development and the three principles of "learning technology," "learning design," and "learning community." 

The career mapping method advocated and promoted by the Japan Ministry of Economy, Trade and Industry, the Japan Ministry of Health, Labor and Welfare, and the Japan Ministry of Education, Culture, Sports, Science and Technology will be incorporated into our approach. Furthermore, we will carry out various surveys and presentations that will contribute to the advancement of digital learning.

· Global Thought Leadership

Dr. Nick van Dam is an internationally recognized thought leader on learning innovations and leadership development.  Nick has provided us with a great deal of insight toward establishing our association. Nick has over 30 years of business experience as a former partner, Chief Learning Officer, HR Executive, and Client Advisor at McKinsey & Company, Deloitte as well as Siemens. As an advisor he has served more than 100 clients around the world.

Nick is Chief of the IE University Center for Corporate Learning Innovation, serves on the University Advisory Board and is professor in Learning, Talent and Leadership Development. 
Additionally, he is an associate professor at the University of Pennsylvania and affiliated with McKinsey as a Senior Advisor.

Nick has written articles for various publications and has been quoted by Harvard Business Review, Financial Times, Wall Street Journal, Fortune Magazine, Business Week, and CLO Magazine.

Under the patronage of the European Parliament Federal Ministry of Education & Research, he received the 2013 Leonardo European Corporate Learning Award for ‘shaping the future of organizational learning and leadership development’.

He is the founder of the e-Learning for Kids Foundation, which has provided digital lessons for more than 20 million underprivileged elementary school children.
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" I am very excited that the Japan L&D Association has been launched under the leadership of Hiro Oyama. 

Learning has become a critical enabler in business strategy. L&D works on everything from talent acquisition and retention, people's capacity building, motivation, and employee engagement development, value-based culture creation, through to employer branding. I am convinced that the various evidence-based practices set out by the Japan L&D Association will have a positive impact on many Japanese companies in the future."


· Congratulatory Comments

"We would like to express our sincere congratulations on the establishment of the Japan L&D Association. Japanese companies must change their mindset in developing autonomous, DX-oriented human resources to remain competitive. I hope that the power of “community & learning” will be a great catalyst for future talent development in Japan.”
· Atsushi Ono, Principal & Management Control Practice Leader, Ridgelinez Limited

"We would like to congratulate you on the launch of the Japan L&D Association. Within Hult EF, it is very encouraging and fun to enliven corporate globalisation and talent development together with your association in the field of talent development. We wish you every success for the further development of your organization."
· Eri Iida, Director of Global Business Development, Hult EF Corporate Education

"Congratulations on the establishment of the association. There has never been a time when companies need more innovation in talent development than now. It is none other than the "people" who realise the management vision and strategy of a company. We hope that Japanese companies can work together with you to develop social impact that contributes to the advanced learning development programs."
· Hiroshi Yaguchi, Managing Director, Japan Association for CHROs



· We are looking for a wide range of members with a lifelong learning mindset who can support JLDA's activities, whether individuals or corporations.

Currently, the JLDA is looking to work with and invites those with strong ownership of their learning journey and a strong interest in pro bono activities to join with us in designing and executing learning and talent programmes for millennials (late 20s to early 40s), who will account for the majority of the working population by 2030.

We support the creation of new learning experiences and new businesses by crossing the traditional organisational boundaries, bringing together practical and hyper-personalised learning journeys. JLDA welcomes support and inquiries from companies and organisations that support our philosophy and activities.

[Contact Us]

Japan L&D Association (a General Incorporated Association)
Email: info@l-d.or.jp
URL: https://l-d.or.jp

The "Global Digital Learning Maturity Report" is currently available free of charge below.
https://form.run/@JLDA-1640093078

We are made up of active members who are currently working in consulting firms and the innovation offices of large corporations. We contribute to social innovation through activities as an NPC (Non-profit Consulting Firm), not an NPO.

In today’s world, where "digital human resources" often means working and learning alone, the experience that Millennials and Gen Z expect has accessibility like “Netflix” and a sense of speed like “TikTok”.

Each of our L&D association members belongs to a different company and industry. We are unintentionally composed of experts from the human resources and innovation fields and are dedicated to working every day with a strong awareness of lifelong learning and self-branding.

We look forward to hearing from the media and those who wish to contribute to the next generation's active learning efforts and thought leadership.

Please use the form or contact information below.
https://form.run/@JLDA-1640143115
Email: info@l-d.or.jp
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