
Manage
Training
Online

tribalhabits.com



  

 

Hello and thank you for downloading this guidebook. We’ve designed this to help you build the case 

for compliance training in your organisation. You’ll review compliance risks and costs to organisations 
which do not approach compliance with a plan, followed by the benefits and steps involved in 

implementing an online compliance training platform. 

At Tribal Habits we divide the journey organisations take in managing learning and training into three 

phases. 

Phase 1 – Induction & Compliance 
In this phase, organisations are focused on establishing a solid foundation for learning. This phase 

often also includes the initial implementation of a modern learning platform to reduce the effort of 
managing training and ensure a single-source-of-truth for learning data. The two key activities in this 

phase are: 

• Being proactive in with compliance to protect staff and boost the bottom line. 

• Improving induction to reduce churn, engage staff, reduce rework and accelerate productivity.  

Phase 2 – Processes & Skills 
In this phase, organisations can move onto more aspirational learning objectives. With employees well 

versed in compliance procedures and initial tasks, the organisation can now use training as a strategic 
advantage: to help employees acquire the skills and knowledge to achieve organisastional goals. 

• Capture internal processes to ensure internal consistency and efficiency in all teams. 

• Share interal expertise – skills, knowledge, tips – to make ‘best practice, common practice’. 

Phase 3 – Customers & Stakeholders 
In this phase, organisations can expand their training horizons beyond employees. For some 

organisations, this phase may be less relevant but for many, this is the goal – providing training for 

customers, volunteers, contractors, board members or supporters. 

• Providing training for both internal (employee) and external (other stakeholders). 

• Sharing (or selling) training content to customers – product support or valuable knowledge. 

In this guidebook, let's focus on Phase 1 – Induction and Compliance. This phase includes the 

process of moving your organisation’s learning online. We’ll help you to understand your training 

needs, build a business case for a digital learning platform and then select a platform which suits your 

organisation. This is a tricky process for many organisations, as most online learning platforms are 

designed solely for enterprise-level organisations (in complexity and cost). 

Of course, I believe the solution these challenges is Tribal Habits – a unique online learning platform 

which combines three (historically separate) platforms into one: 

1. A fully-featured elearning creation process with easy to use tools and built-in guidance. 

2. A complete learning management system (LMS) to brand and share your training online. 
3. A holistic training management platform – internal, external and blended learning combined 

with skills/competency tracking, continuing education, compliance reporting and more. 

For now, I invite you to enjoy our guidebook! 

David King 
Founder  |  Tribal Habits 
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Part 1 – Why manage training online? 

Let’s begin with the business case – why does your organisation need to consider 

implementing an online learning portal and moving your training online? We examine the pros 

and cons of different types of learning, the benefits of online learning and how to present both 
the return (scope of training) and potential costs of your investment in an online learning 

portal. 

What are the different ways to deliver training? 

When thinking about training delivery methods, you will no doubt encounter the various 
debates about which method is best. This debate has raged among training professionals for 

many years as technology continually opens up new methods beyond face-to-face training. 

The simple answer is: there is no ‘best’ training delivery method. Every 
training delivery method has its uses, and a modern training manager 
will embrace every possible option.  

The debate only continues because of vested interests from training providers, or professions 

which hold on to traditional views. We see the result of this in the ongoing bias held for certain 

training delivery methods.  

This bias, however, can be a big problem when you are trying to 
modernise your organisation and include an online learning portal in 
the training solution. 

Bias in training delivery methods 
In decline is the ‘old guard’ of the training industry with the view that face-to-face training is 

best. This view is more established in older generations or among subject matter experts who 

now sell their expertise in the form of workshops. “Nothing beats face-to-face training” remains 

their catch cry causing them to view alternative training methods with suspicion. 

Face-to-face training is attractive to managers as it appears that participants are ‘forced’ to 
learn. Managers can ensure staff attend training and facilitators can ensure they are engaged. 

The problem is that this belief relies on many assumptions, not the least of which is that 

‘attendance is the same as engagement’. I am sure we have all been present at a workshop and 

yet wholly disengaged, dreaming of being elsewhere and leave with only snippets of 
information retained. 

And herein lies the problem. The attendance and completion of training is not an accurate 

overall measure of training engagement. The measurement of training effectiveness should 

come from outcomes – not simply attendance!  

So, let’s take a look at the entire range of training delivery methods available to your 

organisation.  

mailto:hello@tribalhabits.com
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Training delivery method: Face-to-face 
Let’s start with face-to-face training. It has been the bedrock of corporate training for decades 
and will no doubt remain an important training delivery method well into the future. It has 

many strengths when it comes to learning, but also many weaknesses which become more 

apparent as other training delivery methods arise. 

• Face-to-face training: Strengths 

o Takes participants away from their jobs, potentially reducing distractions and 

improving focus. 
o Allows body language to play a part in the training, which can be critical for 

certain topics. 

o Provides opportunities for group discussion in a way that everyone can 

understand and contribute to. 
o Can be easy to organise as it only requires a suitable location and little or no 

technology. 

o The physical interaction can boost teamwork and make internal connections. 

o Can provide some excitement or ‘event’ status which may boost morale or help 

engage participants. 

o Can, in theory, handle large volumes of information and long programmes (half 

day or full day). However, this must be balanced against the overall success of 
the experience; more is not always better. 

 

• Face-to-face training: Weaknesses 

o While group discussion can be easy, it can also be difficult. It is common for 

participants to feel anxious about public discussion and strong personalities can 

dominate discussions. 

o Requires a physical location. It can be restrictive or difficult to organise for 
distributed teams and expensive to bring participants together. 

o Is typically the most inefficient training delivery method, particularly if 

participants must travel to the event and an external venue is required. A large 
portion of cost is spent on expenses which do not impact the training result. 

o If external facilitators are used, it can require long sessions to justify the cost. 

Long workshops are even harder to coordinate, and participants become anxious 

about being away from work for too long. 

o Is at risk of being viewed as an ‘event’ – an activity which is fun but not effective. 

Requires careful preparation and, particularly, good follow-up to ensure learning 

is embedded. 
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Training delivery method: Large group webinars 
The next of our training delivery methods takes the face-to-face concept into the internet. 
Group webinars are live webinars, typically with 25-1,000 attendees with a facilitator to host 

and present the event. Participants join via their computer or a shared screen in a meeting 

room. 

• Large group webinars: Strengths 

o An extremely efficient training delivery method. Costs are low so the majority of 

funds can be spent directly on learning. 
o Can potentially involve 1,000s of participants at once. 

o Well-suited for large-scale transfer of information where the focus is on 

informing participants, with little or no behavioural change required. 

o Can efficiently run short sessions (15-60 minutes) as the cost to organise and 
effort to join each session is low. 

o Suits participants located in widespread locations, within or outside the 

corporate offices. 

o Easily recorded for future playback or those unable to attend the live event. 

o Allows for live Q&A, and some live interaction (polls, group chat). 

o Easy to track and report attendance and - with the right software - the degree of 

engagement. 
o Easy to refine and re-use so that sessions can improve over time. 

 

• Large group webinars: Weaknesses 

o Can be a passive experience unless the webinar facilitators are skilled at using 

the delivery platform.  

o Can turn into ‘death by PowerPoint via the internet’ in unskilled hands. 

o The level of engagement decreases as the number of participants increases. If the 
group becomes large, it is harder for the webinar facilitators to respond to every 

chat or question. 

o Can be difficult to genuinely understand participant engagement. Participants 
may be subject to distractions or disengage during the webinar. 

o Potential technology issues, but most modern webinar platforms are stable and 

optimised (even for low bandwidth environments like mobile). 

o Can be hard to run webinars for more than 60-90 minutes. Large topics may 

require multiple sessions, in comparison to what can be achieved in a single four-

hour face-to-face workshop. 
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Training delivery method: Small group webinars 
Small group webinars are limited to 10-25 participants. These are more like face-to-face 
workshops than large group webinars, which tend to resemble keynote presentations. They 

offer a high degree of interaction, and the facilitator would typically know each of the 

participants, making them popular among many modern organisations. 

• Small group webinars: Strengths 

o Extremely efficient training delivery method. Costs to run webinars are low so 

the majority of funds are spent directly on learning. 
o Can be extremely engaging and may offer as much as (or even more than) face-

to-face training in the hands of a skilled facilitator.  

o Can involve 1:1 live chat, breakouts for small groups, document edits, screen 

shares and more. 
o Can support ‘soft’ skills topics, including role-plays and use webcams for 

displaying body language. 

o Group discussion can rival face-to-face workshops or even exceed them. Some 

participants may feel more comfortable contributing via keyboard discussions 

than speaking in public at face-to-face workshops. 

o Excellent at gathering group input. Everyone can contribute, and it is harder for 

an individual to dominate the discussion. 
o Can efficiently run short sessions or a series of sessions over weeks or months, as 

the cost to organise and effort to join each session is so low. 

o Suits participants located in widespread geographic locations, within or outside 

the corporate office. 
o Easily recorded for future playback or those unable to attend the live event. 

o Easy to track and report on attendance and, with the right software, some degree 

of engagement. 

o Easy to refine and re-use, so sessions can improve over time. 

 

• Small group webinars: Weaknesses 

o Can be a passive experience unless the webinar facilitators are skilled at using 

the delivery platform. 

o Can turn into ‘death by PowerPoint via the internet’ in unskilled hands. 

o Participant numbers need to be limited in the same way as face-to-face training. 

Beyond 10-20 participants the webinar becomes a ‘large group’ and engagement 

falls. 

o While it is easier to monitor each participant for engagement in a small group 

webinar the facilitator still needs to be active in this monitoring. 

o Potential technology issues, but most modern webinar platforms are stable and 

optimised (even for low bandwidth environments like mobile). 

o Can be hard to run for more than 60-90 minutes per session. Large topics may 
require multiple sessions, in comparison to what can be achieved in a single four-

hour face-to-face workshop). 
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Training delivery method: Customised eLearning 
The next choice for training delivery method is eLearning; online learning delivered via 
prepared modules. Participants work through modules at their own pace by reading content, 

watching videos and completing online activities. In this style of training delivery, content is 

customised and developed internally or externally by a professional eLearning designer to suit 

exact requirements. 

• Customised eLearning: Strengths 

o Content can be highly relevant and customised to suit the business. 
o Content can be branded to reinforce company values and improve engagement. 

o Content is presented consistently to every participant. 

o Participants explore content at their own pace and have the option to repeat 

parts of the training if desired. 
o The experience can be highly engaging when developed by professionals using 

modern eLearning authoring tools. 

o Content is available for participants at any location and any time assuming there 

is access to a learning management system to host the content. 

o Content can be self-directed using self-enrolment or auto-enrolment, assuming 

there is access to an LMS to host the content. 

o Participants have flexibility to complete the content at a time that is convenient. 
o Easy to track and report on completion. 

• Customised eLearning: Weaknesses 

o Can be extremely expensive to create. Creation is time-consuming and requires 
internal staff with specialist skills or the ability to outsource to an external 

consultancy. 

o Updating the content can be difficult and expensive. While the saved file for 

eLearning (typically a SCORM package) can be hosted by any learning 
management system, the actual eLearning file can only be edited by the original 

software which created it. It must then be resaved and transferred back to the 

hosting platform. 
o While the experience can be engaging, it can also be disengaging if poorly 

created. Potentially, the eLearning experience may be passive for the participant, 

feeling like nothing more than watching a series of slides. 

o Data capture is limited and commonly can only offer completion rates and 

possibly assessment results. More valuable Kirkpatrick Level 2, Level 3 and Level 

4 data is typically not available. 

o Most eLearning does not support any social or peer learning, so group discussion 

is difficult or impossible. 

Most eLearning requires a separate learning management system to host and deliver the 

content. 
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Training delivery method: Subject Matter Expert developed eLearning 
This version of eLearning involves the development of content via your own internal subject 
matter experts (SME). This method is customised to suit your organisation and differs from 

customised eLearning as development is done directly by internal experts, rather than a third-

party eLearning designer. This is one of the newest methods of training delivery. It includes 

Tribal Habits, but also similar platforms like Coursera or Udemy. 

• SME developed eLearning: Strengths 

o Content is highly relevant and customised to suit the business. 
o Content can be branded to reinforce company values and improve engagement. 

o Content can be presented consistently to every participant. 

o Participants explore at their own pace and can repeat the training if desired. 

o The experience can be highly engaging, depending on the tool or platform used. 
o Content is typically created in the platform that distributes the learning, 

removing the need for a separate learning management system. 

o Content is easy to update and maintain. 

o Content is available in any location at any time. 

o Content can be self-directed, with self-enrolment or auto-enrolment. 

o Participants have flexibility to complete the content at a time that is convenient. 

o Easy to track and report on completion. 
o Costs can be very low. Typically, the most significant cost will be the time spent 

by internal staff to create the content. 

o Data capture should be better than SCORM based eLearning, but this will depend 

on the platform. 
o Social and peer learning should be possible but will depend on the platform. 

 

• SME developed eLearning: Weaknesses 

o While the experience can be engaging, it can also be disengaging if poorly 

created. 

o Many of these platforms do not integrate with existing learning management 
system currently in use. 

o Your internal experts will need to set aside time to create the content. A culture 

which is supportive of capturing and sharing knowledge is required. 

Sitting firmly in this space is Tribal Habits which offers all of the above features and 
addresses the weaknesses commonly found in SME developed eLearning: 

• Tribal Habits' learner UI is highly engaging and intuitive 

• Tribal Habits integrates with other learning management systems 

• The creation process for your internal experts is guided and rapid 

Tribal Habits offers ready-made topics as well as the ability for 
internal expert designers to create their own content, making Tribal 
Habits a solution that meets the needs of organisations looking for 
both customised eLearning and generic purchased eLearning. 
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Training delivery method: Generic purchased eLearning 
This version of eLearning is the method of ready-made eLearning modules purchased from a 
third party, your learning management system, or other platforms. Typically, you cannot edit 

the content supplied or brand it to your business. The content is professional but is usually 

generic as it must be useful across a range of industries. 

• Generic purchased eLearning: Strengths 

o Content is presented consistently to every participant. 

o Participants explore content at their own pace and have the option to repeat 
parts of the training if desired. 

o The experience can be engaging, depending on the tool or platform used to 

create the learning. 

o Content is available in any location at any time. 
o Content can be self-directed, with self-enrolment or auto-enrolment. 

o Content can be completed at convenient times for the participants. 

o Easy to track and report on completion. 

 

• Generic purchased eLearning: Weaknesses 

o Content may not be relevant or practical, unless specifically designed for your 

situation. 

o Content typically cannot be branded to your organisation. 

o Content cannot be updated. 

o A learning management system is usually required to host the content (unless 
you are using an integrated platform like LinkedIn Learning). 

o The experience can be engaging but also disengaging if poorly created. 

o Many of these platforms will not integrate with existing learning management 

systems. 
o Can be low cost, but this is dependent on the contract. 
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Training delivery method: Micro or Just-in-time eLearning 
Micro-learning tends to take the form of very short, focused pieces of content, available 
instantly on a mobile device. As such, it is also just-in-time eLearning – learning which is 

accessed as it is needed. The delivery is small but frequent, often accessed by participants on 

the go and can fit in around other tasks. 

 

• Micro-learning: Strengths 

o Quick and easy to complete, with low barriers to entry. 
o Available anywhere and at any time. 

o Often achieves high engagement as participants access information when they 

need it, so they have an immediate context to use the content. 

o Can be relatively easy and low cost to create but requires careful design in order 
to be effective. Cost can add up given the number of micro-learning modules 

required. 

o Usually has some aspect of social or peer-based learning. 

o Can be self-directed, with content accessed by engaged participants. 
 

• Micro-learning: Weaknesses 

o Doesn’t suit all topics, particularly those that require a deep dive or need to be 

learnt in advance. 

o Potentially a superficial method as there is limited time to drive behavioural 

change. A few tips are picked up, but success relies upon self-motivated 
participants. 

o Participants can achieve completion even if they are disengaged during the 

process. Can be many distractions for the participant or they can ‘just get it done 

while sitting on the train’ 

Is better used as a reinforcement or reference tool alongside other delivery methods. 

Result: You need variety in delivery, but consistency in management 

As you can see, there are pros and cons in all methods of training delivery. It’s for this very 

reason that a reliance on just one type – typically face-to-face workshops – is a major risk (not 

to mention extremely inefficient).  

Training, just like any other project, is about using the right tool for the right job. An 
organisation’s ability to access multiple training solutions is therefore critical – as is its ability 

to coordinate the different training delivery methods through a centralised system.  

That’s where your online learning portal steps in. It can manage offline and online training, 

deliver online training and – if you pick the right portal – create online training as well. 
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 How do I build a business case for online learning? 

Is training an investment or an expense? 

This classic question continues to challenge all modern organisations as they seek ways to 

grow and innovate. Training can appear to be an expense because it registers as money out the 
door. Yet the signs that training might actually be an investment - by providing a return - are 

harder to see. Staff go to training, but the benefits are not immediately apparent. 

Many traditional forms of training don't help the situation because there is often little to show 

at the end of the training event. Training usually feels like a one-off 'event' with no or little 
follow-up, no chance to refine and improve it, no ability to re-use the content (without 

considerably more expenses) and no tracking of change to measure the return. 

As we have discussed, face-to-face or instructor-led training also often involves several very 
real expenses - room hire, travel costs, food and beverages, printing workbooks. These are 

sunk costs with absolutely no return, and are often taken out of a training budget, while not 

directly contributing to staff learning. 

Online learning as an investment 
In summary, with traditional training we have a single 'event', with no permanence or re-use 

value, attached to several expenses which do not directly result in any training benefit. No 

wonder most training looks like an expense. However, that's where employee training software 
can turn an expense into an investment. 

An online training platform addresses several of these expense 
issues. It presents a much stronger case for treating training as an 
investment and as a way to maximise your training budget.  

Let's consider how employee training software can benefit your organisation. 

Online learning creates a journey of learning, not an event 
An online training platform changes learning from a 'big bang event' to an ongoing journey of 

learning that offers: 

• Smaller and more frequent training. Staff who spend even a half-day at a training 

workshop make an investment of 4-5 hours of their time. Chances are, they forget a lot 
of the early content by the end of the session. Time is wasted with breaks, ice-breaking 

activities and setting up physical elements. Online training focuses purely on training - 

there is almost no time wasted on travel, set-up, breaks or anything else. An online 

training platform can take that same 4 hours of workshop content and distribute it via 
smaller 20-40 minute modules over a series of weeks. 

• Automated training reinforcement and social learning via email summaries, online 

journals, peer sharing and on-the-job activities. At literally no cost at all, this automation 

can reinforce key content to staff and encourage long-term change in their behaviours. 

Together, these features allow an online training platform to dramatically boost learning 

retention and behavioural change, which results in a better training return. 

mailto:hello@tribalhabits.com
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Online learning makes self-paced learning available 24/7 
When they explore an online training course, staff can more easily manage training needs with 
their immediate work-in-progress. This allows them to reduce the expense of training and 

accelerate the returns. 

• Improves learning outcomes. From a learning perspective, an online training platform 

provides far greater control to each staff member. If staff don't fully understand the 

material, they can repeat content to clarify issues. If everything is making perfect sense, 

they can move at a more rapid pace through the course. This simple ability immediately 
makes better use of your staff's investment of time. 

• Reduces delays or restrictions in learning. An online learning platform makes cloud-

based learning available 24/7. New staff can start induction programs on day one, 
without having to wait 6 months for the next set of workshops. Existing staff can 

address development areas immediately after a performance review. New processes, 

product knowledge, compliance issues or service standards can be shared with your 
business in days, not months. An online training platform reduces the 'time to 

productivity' for any staff member. 

Online learning eliminates wasted learning expenses 
Finally, having improved the speed and size of the return on a training investment, an online 

training platform can also reduce the size of the investment. Instructor-led training or physical 

workshops often result in significant inefficiencies in training expenses. Online training 

platforms allows you to: 

• Eliminate expenses without a direct impact on training returns. With an online 

training platform, you remove expenses for travel, food and beverages, printing and 
room hire. 

• Reduce or eliminate expenses for the creation of training content. While there is a 

cost in developing or buying training content for your online training platform, that 

same cost exists with any form of training. However, those costs are also directly 

correlated with training returns. With a great knowledge sharing platform, you’re able 

to eliminate many of those costs by tapping into internal expertise within your business. 

• Share training expenses over a wider group of staff. An online training platform also 

provides better scale in training. The training content you develop can be utilised with 

5, 50, 500 or 5,000 staff with little extra cost for each additional staff member. As a 
result, the average cost to train each employee falls as the investment is shared 

over more staff. 

• Share training expenses over a longer time period. There is also a far higher degree 

of permanence with an online training platform. Training content can be reused over 

years as it is not dependent on any single facilitator or person to deliver it. Employee 

training software can also quickly update training content, to help maintain its 
usefulness for years. This allows the training investment to be spread out over years, 

instead of a single day. 
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Better and faster training returns, with a reduced training investment 
Once we start to think about making training an investment, we can see that online learning 
becomes an extremely viable solution. An online learning platform can... 

• Improve training return by increasing knowledge retention via smaller, more 

frequent sessions, as well as driving behavioural change through automated follow-up. 

• Accelerate training return by allowing staff to align training requirements with their 

work-in-progress, and complete training immediately, at a pace which suits them. 

• Reduce training costs by eliminating expenses without a direct correlation to training, 

as well as reducing content creation costs (especially via a knowledge sharing platform). 
Also, expenses are shared with more staff over a longer period of time. 

Result: Better, faster and cheaper training via online learning  

The result is a higher return, delivered faster and with less cost. That's the power of online 
learning. When that online learning is created and delivered by a learning creation platform 

like Tribal Habits, the return increases and the expenses reduce even further. 

With Tribal Habits, you can develop engaging training content by tapping into the proven 

expertise in your own organisation. Transform your business by capturing all your top ideas 
and best practices, and use that knowledge to power online learning. Your staff can engage 

with content that is proven to already work in their business. This involves ideas, case studies 

and examples which are 100% relevant to their roles. 

What's more, with Tribal Habits your training needs can be created 
and managed by anyone - you don't even need a training manager!  

Your training becomes available 24/7, in a secure cloud portal, 
branded to your organisation, for just a few dollars per person per 
month.  

That's no expense. It's a small investment with a massive return, 
waiting to help your organisation achieve its strategic goals. 
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Six reasons to rapidly switch to online training right 
now! 

Over the last decade, many organisations have thought about the switch to online training. As 

we discussed in the previous article, perhaps it is to reduce training expenses, deliver training 

in a way which resonates with a modern workforce or improve learning outcomes through 
more consistent, slower-paced learning. 

Sometimes, however, you might need to accelerate decisions and make a rapid switch to online 

training. Reasons for this could be to quickly deliver critical content, respond to changes in 
your business environment or immediately overcome hurdles in face-to-face training. 

In this article, let's consider six reasons why you might need to rapidly switch to online training 

– and how you can support your business case and inform your decision-makers during this 

process. 

1 - Organisational change needs timely online training 
A common reason to rapidly switch to online training is in response to change. When 

something important changes in your organisation, you can't expect your employees to 'keep 
doing what they were doing'. Typically a change in your organisation, or operating 

environment, requires a change in your organisation's process in order to achieve the same 

outcome. 

Training is a critical component of change management. Unfortunately, it is often an after-
thought. Training occurs days, weeks or months after the change event. Employees are left 

struggling through the changes on their own. 

This delay is worse if your organisation relies on face-to-face workshops. Successful 
organisations have a sense of urgency in ensuring that appropriate training accompanies 

change events in a timely manner. This is when organisations' ‘bite the bullet' and rapidly 

switch to online training. 

With the right platform, online training can be quick to develop, consistent in its delivery, easy 
to distribute and track, and available 24/7 in any location. 

2 - Online training creates critical feedback loops 
Continuing with this theme of change management, quickly establishing online training around 
a change event creates a valuable feedback loop for the organisation. 

The faster training is provided, the sooner the organisation learns 
about change management issues. Problems in processes are 
identified, employee morale is quickly measured, and successes can 
be captured and shared to help build momentum in the change 
process. 

Once again, organisations need to rapidly switch to online training to build this feedback loop 
faster. The need to quickly switch to online training is intensified by more significant changes, 

more expensive changes or changes which have short implementation periods. 
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3 - Online training helps maintain morale 
Face-to-face training takes a long time to set up, book, organise and conduct. Think about a new 
employee waiting months for the next induction session, or an existing employee now working 

in a remote location (or working at home). For employees in those situations, face-to-face 

training may seem far away. 

Access to training and personal development is a huge part of employee engagement. The 
further employees feel removed from training opportunities, the greater the negative impact 

on their engagement and morale. 

Online training, meanwhile, is available all the time, in any location. It's a perfect way to allow 

employees to feel supported. Even if an employee is temporarily busy and unable to stop for 

training, the knowledge that training will be available as soon as they are ready is critical for 

morale. 

Unlike face-to-face workshops which have an 'event' feeling to them – a large, sudden sugar hit 
of engagement – online training can be accessed in smaller, bite-sized pieces and in a way 

which more easily fits into the schedule of a modern worker. 

Online training offers constant positive engagement for employees in any location. 

4 - Online training supports continuous improvement 
Another key advantage of online training is its ability to deliver and manage smaller pieces of 

knowledge. 

Consider a small change to your sales process. Perhaps 30-45 minutes of required training to 
update your sales teams on new product knowledge and sales methods you’ve introduced. 

Face-to-face training for such small updates like these is difficult. The effort involved in 

preparing the session, organising a location and getting everyone to attend the training 

generates a poor ROI for training when the content only requires 30-45 minutes. At the very 

least, virtual training via a webinar would be more appropriate. 

Rapidly created online training however, through a learning creation platform like Tribal 

Habits, allows that knowledge to be captured in less time and distributed without delay to any 
employee in any location (as well as future employees or those who could miss a face-to-face 

workshop). 

With less effort to create and share online training, it becomes easier to provide more training 

and more often. Smaller, more frequent learning promotes continuous improvement as it 
allows the organisation to iterate change and avoid 'big bang' announcements. 

It also encourages teams to review critical processes regularly. Managers can focus employees 

on specific issues each week, rather than trying to fix everything at once in a single day 

workshop. 
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5 - Organisations need experience with online training (to maximise outcomes) 
If your organisation doesn't have much experience with online training, then it needs to rapidly 
switch right away for one very simple reason: it takes time to obtain organisational skill. 

As you introduce online training into your organisation, not only is there a small adjustment 

for employees (although often much more modest than management thinks), there is also the 

need for adjustment within the organisation. 

Managers, HR and training staff need to learn how to use their online training platform, how to 

best manage and distribute online learning, how to drive accountability for online training 

outcomes and how to create customised online training on critical topics. 

The sooner this process of organisational learning begins, the faster the organisation will 
uncover more valuable ways of using online training (within that particular organisational 

culture). Like many digitisation processes, the snowball effect rewards organisations who 

move sooner. 

Result: There's no reason not to rapidly switch to online training 

A sixth and final thought is 'Why not?'. At this point, online training 
platforms are low cost and easy to use. The benefits are tangible and 
significant – with no downsides. 

If your organisation continues to run face-to-face workshops, an online learning platform can 
only enhance them. It can make the workshops shorter, more focused, or provide pre or post 

workshop content. It is quite possible that your net training costs even decrease with an online 

training platform as you can reduce the most inefficient of training costs (room hire, catering 

costs, travel expenses). 

'Times are a-changing'. The number of organisations not yet using online training continues to 

fall every day. Successful organisations are using rapid, online delivery to accelerate knowledge 

through teams – quickly eliminate mistakes, promote best practices, boost employee 
engagement, ensure operational compliance. In any location, for every employee, at all times.  

 

  



  
     hello@tribalhabits.com  |  tribalhabits.com  |  Page 17 

 

How can I demonstrate what training we will be 
able to provide? 

Whether you manage a growing range of training topics or are looking for inspiration on how 

to map out learning pathways, it’s beneficial to use the concept of a 'training stream' within 

your organisation.  

You can also use these training streams to demonstrate the scope of training your organisation 

could ultimately provide via an online learning portal. Perhaps you won’t provide the entire set 

of training streams on day one, but scoping out training streams can help demonstrate the size 
of the potential return on your investment in an online learning platform. 

So, let’s review the most common training streams found in organisations to help you define 

your most suitable streams. 

Training Stream: Business Development 
This training stream focuses on ‘new business’ and ‘new clients’. This is often a stream 

employees find challenging. Business Development differs from Sales. Business Development 

finds new clients and brings them into the sales process. Sales focuses on the conversion of 
new clients into billable revenue (among other things). 

This stream is significant for growth many organisations as it impacts overall revenue, growth 

in new clients, business for new advisers or consultants, expansion into new services and 

development into new products. It should include both personal skills in business 
development, but also organisation-level knowledge about marketing, branding and 

planning.  Elements of this stream should apply to all client-facing employees, while other 

topics in this stream may only be suitable for business development teams or managers. 

Topics in the Business Development stream include… 

• Client referrals 
• Internal referrals and cross-referrals 
• External referrals and referral partners 
• Referral marketing 
• Personal branding 
• Thought leadership 
• Business networking 
• LinkedIn profiles and strategies 
• Cold calling and telephone skills 
• Business Development planning 
• Presentation skills 
• Writing articles and blogs 
• Managing social media 
• Understanding the client journey and buying cycle 
• Ideal clients and client personas 
• Business branding 

mailto:hello@tribalhabits.com
http://tribalhabits.com/


 
Copyright © 2025 Tribal Habits |  Page 18 

Training Stream: Sales 
The sales training stream focuses on capturing opportunities and creating revenue. This 
stream includes converting new leads into new clients, as well as repeat business, up-selling 

and cross-selling with existing clients. 

This stream is often a struggle for employees who have a negative view of the concept of ‘sales’. 

They may view ‘selling’ as unprofessional. As a result, this stream must often begin with 
establishing a suitable sales framework or methodology which is appealing to those employees 

and your organisation's culture. Until your staff recognise that selling can be a positive 

experience for all parties, it is unlikely any other topics within this stream will be effective.  

Topics in the Sales stream include… 

• Introduction to selling or sales methodologies 
• Building trust in the sales process 
• Listening skills 
• Questioning skills 
• Developing a value proposition 
• Closing techniques 
• Managing proposals 
• Writing proposals 
• Presenting proposals 
• Presentation development 
• Business writing skills 
• Managing client objections 
• Negotiation skills 

Training Stream: Relationship Management 
This training stream focuses on servicing and relationships with clients. For employees with 

transactional clients, Relationship Management is about excellence in execution of a 

transaction. For employees with relationship clients, this stream also includes on-going 

relationship management techniques. For many employees, this stream is about ‘work in 

progress’ or project execution. So, it must cover issues of both quantity and efficiency, as well 

as quality and excellence. 

Topics in the Relationship Management stream include… 

• Managing client expectations 
• Conducting client review meetings 
• Repeat purchases 
• Cross-selling 
• Up-selling 
• Service excellence 
• Handling client complaints 
• Managing client portfolios 
• Referrals, references and testimonials 
• Seeking client feedback 
• Project management 
• Understanding different customer personalities 
• Helping vulnerable callers 
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Training Stream: Management and Leadership 
This training stream focuses on two issues which could easily be split into two streams: the 
management of people and the leadership of an organisation. In smaller firms, these roles are 

shared. However, in larger firms, there may be managers whose purpose is people-focused, and 

senior leaders whose focus is on business strategy. 

The biggest challenge for many organisations is that staff are often promoted to management 
positions based on their technical or commercial success – not their team and people skills. 

Great managers don’t always come from your strongest performers. 

In fact, strong performers can sometimes have a selfish streak, motivated by results and 
competitiveness in sales and business development. This characteristic can be problematic 

when the role suddenly involves people management. 

Topics in the Management and Leadership stream include… 

• Coaching and developing staff 
• Staff delegation 
• Mentoring others 
• Discussing staff performance 
• Managing staff training 
• Motivating staff and teams 
• Recognising and rewarding staff performance 
• Leadership skills 
• Setting expectations with staff 
• Interviewing and recruitment tips 
• Managing conflict 
• Business ethics 
• Building teams 
• Change management 
• Business strategy 
• Business planning 
• Creating organisational resilience 

Training Stream: Personal Development 
This training stream is often viewed as containing the remaining ‘other’ topics relevant for an 

employee. However, a better way to think of this stream is that it contains the skills required 
for any employee to be effective in any role. While the Business Development, Sales, 

Relationship Management, and Management and Leadership streams are role specific, this 

stream is role agnostic. From support staff to senior leaders, this stream covers the essentials 

to operate efficiently and effectively. 

The Personal Development stream is also important for employees who’s technical and role 

expertise is strong, but they struggle to operate at a high level in your business. These staff lack 

organisational or productivity skills or may be struggling to communicate effectively with 
others. 

Topics in the Personal Development stream include… 

• Managing time and productivity 
• Managing priorities 
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• Goal setting 
• Managing emails 
• Managing meetings 
• Communicating effectively 
• Decision-making skills 
• Influencing skills 
• Managing stress 
• Emotional intelligence 
• Overcoming imposter syndrome 
• Problem solving and creativity 

Training Stream: Compliance and Technical 
Your business needs will drive this final training stream: Compliance Requirements and 

Technical Capabilities. As with Management and Leadership, it is possible to break this into 

two separate streams. 

Compliance Requirements vary widely between industries, driven by specific regulatory 

requirements. However, Compliance streams should also address universal issues of 

appropriate workplace behaviours including harassment, discrimination and workplace health 

and safety. 

Technical requirements also vary with each industry. There will likely be some accredited 
technical training available from registered training providers. However, technical training can 

also originate from within the firm, as internal experts share best practices in the technical 

aspects of each role and industry. This is often the ‘street smarts’ to match the ‘book smarts’. As 
a result, it is often this stream of ‘technical best practice’ which is of greatest interest to 

employees as they feel familiar with the topic and keen to improve upon it. 

Topics in the Compliance and Technical stream will depend on your industry, but can include… 

• Workplace health and safety 
• First aid training 
• Injury management 
• OHS awareness 
• Privacy awareness 
• IT security 
• Appropriate IT usage 
• Risk management 
• Discrimination awareness  
• Harassment prevention 
• Workplace bullying 
• Cultural awareness 
• Whistleblowing awareness 
• Modern slavery awareness 
• The right to disconnect 
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How do I determine an appropriate training 
budget? 

What is an appropriate training budget for a modern organisation? It's a bit like asking how 

long a piece of string is? At every annual budget planning session there is no doubt the annual 

argument over the training budget. 

Many times, that argument is settled from a bottom-up approach. There is a discussion about 

the possible training requirements over the next 12 months, estimates of training costs and 

then the sum total of those costs to form a budget. However, if the possible training 
requirements are not well defined, this training budget often ends up being very small. Thus a 

bad cycle begins - the previous year's small training budget does not create an atmosphere 

which inspires training and so the next year's possible training requirements are not given 

much thought...which leads to yet another small training budget. 

So, let's break the cycle. A bottom-up training budget is excellent when you have a well-defined 

training plan, supported by position descriptions, training needs analysis and personal training 

plans. However, what if you don't have that level of detail? Alternatively, even if you do, how do 

you know if the total of all those training requests is appropriate? 

Standard training budget calculations 
Your first stop is often a search of comparative data. We are going to save you considerable 

time by summarising the findings of a number of research sources and articles below…and 
even package it all up in a training budget calculator. 

• 2017 training budget per employee (US based) - $1,075, ranging from $399 for large 
firms, $941 for medium firms and $1,886 for small firms 

• 2012 training budget as a per cent of revenue (Australia based) - 68% companies spend 
<5% of revenue, 19.5% spend 5-10% of revenue. 

• 2017 training budget per employee (US based) - $1,273. 
• 2017 training as a per cent of salary (Australia based) - 5.7% for <200 employees and 

4.4% for 200-499 employees. 

From these stats, you will find training budgets tend to be calculated against three metrics...  

• Training budget as a per cent of revenue. 

• Training budget as a per cent of salary. 

• Training budget per employee. 

Method 1: Training budget per employee 
Let's deal with the last metric first - training budget per employee. This is a wildly variable 

number and hard to use as a benchmark. Some industries are not people dependent, while 

other industries are entirely built on human capital. Some industries are stable, while other 

industries are undergoing rapid change and reskilling. Training needs can vary by experience 
and role. In all cases, a like-for-like comparison based on dollars spent per employee is difficult. 

However, it is a data point. If you review the various studies and links above, the training 

budget per employee tends to fall at around $900-1,400 per employee. 
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Method 2: Training budget as a per cent of revenue 
Next, we have a training budget determined by overall revenue. This metric is also subject to 
some wild swings! Industries or firms with a higher reliance on human capital might have a 

higher requirement for training than industries with heavy reliance on capital and machinery. 

Yet the revenue of those firms may be the same, yielding the same training budget. 

Still, this does represent a data point and it is indeed good 'top-down' analysis. Drilling into 
industry averages can also improve accuracy by adjusting for the reliance on human capital. 

While some benchmark analysis suggests that most organisations average around 0.5% to 

2.0% of revenue on their training budget, there is no doubt many organisations have 0% too, as 

well as some which spend less than 5%. 

The correlation between revenue and training is also a good one as it links training to a critical 

business outcome. So perhaps as revenue grows, there is a good argument that the training 

budget - which may be at least partially driving that revenue growth - should be increasing. 

Method 3: Training budget as a per cent of salary 
This next metric - training budget driven by overall salaries - is a beneficial one for a training 

budget. It more accurately links training needs with human capital. For example, growth in 

salaries through new hires should, therefore, result in a higher training budget to support 

induction processes. This metric can also be examined on a per industry basis for extra 

accuracy. 

Most benchmarks suggest that organisations average between 2% and 6% of total salaries on 
their training budget. For organisations with total salaries averaging around 35% of total 

revenue, this will yield a similar result to a training budget as a per cent of revenue. The 2-6% 

range will be a bit wider and will skew higher or lower as the dependency on human capital 

changes. Now we have a third data point. 

Method 4: Training budget versus training outcome 
These first three metrics are useful starting points. They shouldn't be ignored as they reveal 

the collective experiences and wisdom from 1,000s of businesses and their attempts to define 

an appropriate training budget. However, these data points are removed from their outcomes - 

they define possible training budgets without any reference to what that training is trying to 

achieve. 

So let's consider a fourth data point - training budget as a per cent of training outcome. 

Imagine that your organisation has specific strategic outcomes to achieve over the next 12 

months - an increase in revenue, more new clients, reduced expenses and so on. 

You could consider that in your organisation, some part of those outcomes may be achieved 

through business-led initiatives like improvements in process, development of new services or 

increases in marketing spend. 

However, some part of those outcomes may also be driven by improvements in human capital - 

through training. It might be better sales skills, improved technical know-how or better 
personal productivity. Outcomes are therefore determined by some combination of 

improvements in business and human capabilities. 

The more these strategic outcomes are dependent on improvements in human capabilities, 
then there is an argument for a higher training budget. Training is the investment in improved 
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human capital. It is the same as an investment in better software, more marketing or improved 

machinery. 

Example: Training budget to support a larger average sale 
Let's consider an example. 

Say your strategic goal for the next 12 months was a 10% increase in the size of an average 

sale, project or transaction. Let's say that represents $100,000 of additional revenue with all 
other things being equal (same number of sales, projects or transactions).  

The discussion at your strategic planning event or annual budget 
meeting should be based around how that outcome will be met - what 
per cent will be driven by business initiatives and what per cent needs 
to come from improvements in human capital? 

In this example, let's contend that 50% will come from business initiatives. You might increase 

your prices and launch a new value-added service. The remaining 50% will have to come from 

improved human capital - better upselling skills and improved client relationship management 
skills for example. 

On this basis, training is responsible for delivering $50,000 of the desired outcome. So what's 

an appropriate training budget to drive that training outcome? To put it another way, what's a 

good 'return on investment for training?'. That is a great question to debate! So let’s move onto 

ROI.Training budget versus training 'return on investment' 

Most training return on investment (ROI) measurements occur after the event. They focus on 

determining what the ROI was, not what it should have been. Setting a target ROI for training 
isn't easy either, and it's not always measurable via a metric. What is the ROI for staying 

compliant with technical knowledge or improving your delegation as a team leader? 

For this analysis, we are going to have to set an average ROI metric to work across a range of 

training. Let's suggest 500%. For every dollar you spend on training, you would like a five 

times return. Remember, we are seeking an average. Some training initiatives might justify a 

higher return - such as in sales or marketing - while other training initiatives are focused on 

non-monetary returns like morale, teamwork or innovation. 

If we continue with our example above and apply a 500% ROI, then a training budget of 
$10,000 would seem appropriate to drive the $50,000 desired outcome. 

Therefore, if we could identify the significant measurable outcomes your business is seeking 

over the next 12 months, determine what per cent is driven by improvements in human capital 

and apply an average training ROI, then you could calculate an appropriate spend for training 

for each of those initiatives. The sum of the training spend for each outcome would yield a 

partial training budget. 

Interestingly, this data point would be directly linked to your strategic outcomes. To complete 
the budget, you could add additional spend for training which is not linked to measurable 

strategic outcomes, like compliance or technical training. In combination, you have a training 

budget linked to strategic outcomes. 
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A training budget calculator 
With this analysis, you now have four data points for a training budget. Within those data 
points, a suitable training budget should become apparent for your business. Higher human 

capital and higher demands on improvements in that human capital should result in higher 

training budgets. 

To make all this easy for you, you can download our training budget calculator. It's a simple 
Excel spreadsheet (no macros) which calculates all four of these data points for you. 

• You need only enter six strategic metrics for your business (revenue, number of 

clients/transactions, per cent of repeat clients/transactions, general expenses, total salaries and 

number of employees). 

• You can then indicate the extent to which training will need to drive up to five common strategic 

outcomes: higher average transactions, more repeat clients, increased new clients, lower 
expenses and increased productivity. 

• Finally, you can select your desired training ROI. 

The training budget calculator will then provide four data points, including high/low ranges, 

and average them to indicate a recommended top-down training budget for your business. 

Whether you calculate these metrics yourself or derive the outcome with our training budget 

calculator, you will now have a much clearer idea of a top-down training budget. From there, 

you can start to consider your training needs, and how to drive the outcomes you are seeking! 

Example Training budget calculator in action 
As a final example, let's see how the training budget calculator works for an accounting firm 

with the following key metrics. 

• Revenue: $1,750,000, with a next year goal of $1,850,000 
• Annual transactions: 990 transactions (clients and their entities), with a next year goal of 1,020. 

So that's an average transaction size of $1,768 this year, growing to $1,814 next year 
• Repeat transactions: 95% as this is a very sticky client base.  
• General expenses (ex Rent, Utilities, Staff): $280,000, with a next year goal of $300,000 
• Salary expenses: $525,000, climbing to just $530,000 next year 
• Number of staff: 10, with no change next year 

The training budget calculator then asks for the attribution towards four (out of five) key 

business outcomes. The fifth outcome, of reduced general expenses, is eliminated by the 

calculator as expenses are forecast to increase. It is decided that training is responsible as 

follows for each of the four remaining business outcomes. 

• 2.6% Increase in average transaction size. Training is responsible for ALL this increase. 
• 3.0% Increase in repeat business. Training is responsible for MOST of this increase. 
• 3.0% Increase in new transactions. Training is responsible for a LITTLE of this increase. 
• 5.7% Increase in staff productivity. Training is EQUALLY responsible for this increase. 

A 500% average training ROI is selected. 

The result for this firm is a recommended training budget of $19,200. As you can see, this falls 
mid-way in the revenue and salary benchmarking, and above average per employee budget. It 

is driven up by the outcomes benchmark, as training has a significant responsibility for driving 

business outcomes. The training budget calculator shows the high/low ranges of the four data 

points and the recommended budget against those ranges.  

https://tribalhabits.com/training-budget-calculator/
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Part 2 – Which online learning platform? 

As you build your business case for a new online learning platform, lets now consider the 

choices before you. Understanding the different types of digital learning platforms, their 

comparative advantages and their costs will be a key part of your approval process.  

Should we use an ‘all in one’ platform or several 
‘best of breed’ platforms? 

Choosing new online platforms for your organisation can feel a little overwhelming. A common 

problem is a choice between an ‘all in one’ system and multiple ‘best of breed’ systems. 

The temptation of ‘all in one’ platforms 
Your organisation is often dealing with issues on multiple fronts. There are strategic goals to 

achieve, along with general efficiency improvements to implement. Every day is a series of 

battles with multiple problems. Not surprisingly, it would feel fantastic if you could solve all 
these problems and start to get ahead. 

This is the common starting point for many organisations: let’s find something to solve all our 

problems. 

But therein lies the catch. You have to find a solution that actually solves all these problems. 
For human resources and training teams, these problems can include: 

• Employee recruitment 

• Employee payroll 

• Employee onboarding 

• Employee induction 

• Compliance training 

• Compliance policies 

• Employee engagement 

• Employee review processes 

• Knowledge management 

• Process and systems training 

• Leadership and personal development training 

• Remuneration processes 

• Certification management 

• And more! 

Then you see a platform which ‘does it all’. But can it? It’s easy to list features on a website or 

brochure, but can one platform really do everything – and do everything well?  

All too often, ‘do it all’ platforms are hiding a secret. They are actually very good at some things, 

but everything else is tacked on. You end up with a multi-use tool that’s great at one thing and 

useless at everything else. 
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Now you have an even bigger problem. You have probably justified the purchase of this 

platform as the ‘one solution. Now you are stuck with it. There is unlikely to be extra budget 

allocated at this point as your business case probably explicitly stated that you wouldn’t need 
any extra budget. Ultimately, you are stuck with a huge new ‘all in one’ platform system that 

doesn’t actually solve all your problems. 

Where did ‘all in one’ platforms come from? 
Let’s start with stakeholders and consider how the ‘all in one’ platform came into being. 

Through the 2000s as cloud platforms started to emerge, there was a focus on process. 

Simplifying internal processes was the goal. Not surprisingly, two trends emerged. 

1. A focus on platform administration to make for easier processes…at the expense of a 
positive online experience for employees. These platforms placed administration as the 

priority. This is putting the needs of the few admin stakeholders ahead of the needs of 

the majority of employee users. 
2. A focus on platforms buying competitors or tacking on more processes. As a result, 

many ‘all in one’ platforms are actually made up of different systems acquired over time 

and hobbled together…at the expense of those systems having completely different 

architecture and data structures. This is putting quantity (‘solve more problems’) over 

quality (‘actually solve those problems’). 

It can be extremely tempting to look at ‘one platform which does it all’. It seems like it should 

simplify things and, in some ways, it might. The problem is one of meeting expectations. An 

‘integrated’ platform often doesn’t work as you might expect. Their ‘integrations’ are internal 
(between the various parts of the platform) and often not well implemented. 

Essentially, ‘all in one’ platforms are a relic of the 2000s before application integrations 

become easy and common. Today, specialist platforms have ‘application program interfaces’ – 
APIs – which allow to easy and powerful cross-platform integrations. And so arises an 

ecosystem of apps, or a ‘best of breed’ approach. 

How do ‘best of breed’ platforms differ? 
‘Best of breed’ platforms are specialists. That doesn’t necessarily mean they do just one thing. 

‘Best of breed’ platforms may actually address several problems at once, but they don’t try to 

address every problem at once.  They are focused on selected problems, driving deep into 

those issues without worrying about solving every possible related problem. 

This combination of focus, combined with the need for ‘best of breed’ platforms to excel at 

integration, has given rise to a new ‘ecosystem of apps’ approach which is replacing the more 

traditional ‘all in one’ approach.  

Consider analysis from independent technology experts such as Josh Bresin – HR Tech’s dirty 
little secret or Cory Munchbach - All-In-One Vs. Best-Of-Breed: Putting An End To An Endless 

Debate.  

  

https://joshbersin.com/2019/11/hr-technology-the-dirty-little-secret/
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Stop for a moment and really consider how ‘all in one’ versus ‘best of breed’ platforms stack up 

in 2025 (not in 2010). 

Integrations 
This isn’t even close. ‘Best of breed’ platforms have a dominant win with integrations – they are 

made from the ground up to be open and ready for integrations. ‘All in one’ platforms are 

conversely propriety and closed with external integrations a competitive threat to their 
business model.  

Support 
This is another clear win for ‘Best of breed’ which are specialists in their fields. Support from 

‘best of breed’ platforms tends to be specialist consultants with deep expertise in their field. 

Support staff at ‘all in one’ platforms are like general consultants - they know a little about 

everything. 

Implementation 
‘All in one’ platforms require a ‘big bang’ implementation. You are committing to a massive 

implementation project with a single vendor. ‘Best of breed’ platforms are more focused, with 

smaller objectives and easy implementation from specialist support staff. You can more easily 
manage the incremental implementation of platforms over time. 

Flexibility 
There is no comparison here. ‘Best of breed’ platforms can be swapped out if they aren’t 

working as planned. The ‘all in one’ solution locks you into that platform for everything. 

Leaving - even for just one specialist area - is expensive, no discounts are offered by the vendor 

if you don’t use a feature, and are difficult due to the lack of integrations. It’s not double or 
nothing – it’s all or nothing. 

Innovation 
Once again, ‘best of breed’ takes the win – every platform in your ecosystem of apps can be 
innovating and developing. With an ‘all in one’ platform, innovation is shared around the 

platform, often with no improvements for months or years in some areas of the platform while 

all attention is given to other areas which need improvement. If you read reviews of ‘all in one’ 

platforms, you often discover they are broad in approach but lack depth in features.  

Result: Specialists always outperform generalists 

When organisations start the journey to find a new platform, they often have a list of desired 

use cases and associated features. The platforms you choose to fit in with your needs. That’s 

what a ‘best of breed’ approach can do – bring in the best of each to fit your needs.  

With an ‘all in one’ platform, it is often the other way around – you will need to fit in with that 

one platform’s approach to everything. It is impossible to avoid compromise. And for what 
gain? Simply to have ‘one platform’? Yet if that platform doesn’t actually solve required 

problems, compromises on features and delivers less suitable options than a ‘best of breed’ 

approach, what is the point exactly? 

Ultimately, choosing platforms which are ‘best of breed’ is the sensible choice for modern 
organisations looking to choose platforms based on current technologies. 
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Tribal Habits is your ‘best of breed’ platform for learning. It is focused 
on the capture and transfer of knowledge with simple but powerful 
tools built for that purpose.  

We don’t try to also be your onboarding platform, recruitment platform, employee engagement 

platform or help desk software. Our APIs and spreadsheet uploads and downloads allow you to 

plug us into other platforms as needed. And if you need help choosing those other platforms, 

we can happily share our knowledge of platforms which can build an ecosystem suitable for 

your organisation. 
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Which should we implement first – a HRIS or a 
learning platform? 

For many small to medium organisations on a digital transformation pathway, there is a 

moment of choice: shall we first implement a new human resources information system (HRIS) 

or shall we start with a new online learning platform?  

For some organisations, they have the capacity to implement both platforms at the same time. 

However, many organisations may be concerned about their ability to implement two 

platforms and wonder which to start with first.  

Let’s consider both aspects at play here: 

• What’s the effort in setting up each platform? 

• How can each platform assist with strategic goals? 

What’s the effort in setting up each platform? 
First, what is the effort involved in these platforms? Let’s consider effort from several points of 

view: stakeholders, data and implementation. 

Stakeholders 
For an HRIS, the stakeholders are small and defined. It is largely the human resources team 

with potential input from the finance team if payroll is integrated into the HRIS. The IT team 

may also be heavily involved given the HRIS stores both personal and sensitive data about 

employees and may need to integrate with other systems. 

For an online learning platform, everyone is a stakeholder. The human resources and/or 

training teams may lead the way, but all managers and employees are likely to use a learning 

platform on a regular basis. While an HRIS may also have employee portals, that is not always 

the case, and HRIS employee portals are accessed less regularly by general employees than a 

training portal is. 

At first glance, it may seem like an HRIS, with a tighter group of stakeholders, is a better place 

to start. It can appear more manageable. Certainly, from a project management point of view, 

fewer stakeholders are better.  

Data 
Next up is data management. In an HRIS, data management is significantly more complex than 

in an online learning platform. To get a meaningful benefit from an HRIS, it must become the 

central system for all employee reporting. This can amount to a mountain of data to prepare, 

clean and coordinate. 

In comparison, data management in online learning systems is comparatively straight-forward. 
Training can begin with the most simple of user data (name and email are often enough) and 

gain complexity as required over time. 

Preparing the data for an HRIS is often a 3-6 month process, whereas preparing the data for an 

online learning platform is often a 3-6 day process (or even less). 
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Implementation 
The final issue in effort is one of implementation. 

For an HRIS, there is a smaller group of stakeholders…but with significant implementation 

workloads. Every single aspect of an HRIS needs to be customised during implementation – 

there is very, very little opportunity to ‘plug and play’ or achieve quick wins. For employees, 

the interface for an HRIS is often relatively more complex too. HRIS are typically designed for 
administrators, with employee portals a secondary issue (especially as employees may only 

access their HRIS periodically). Change management issues and employee training after often 

higher for an HRIS roll-out. 

For an online learning platform, implementation is comparatively simple. While custom 

training content can require work to create, initial implementation is often able to generate 

quick wins with ready-made training content. Training platforms, by their very nature, are 

designed for ease of use by employees. Most employees have used an online training platform 
before and are familiar with concepts of enrolment and completion. Most employees can 

implement a training platform in their role in minutes with minimal instructions or effort. 

Online training platforms are also far easy to roll-out in stages. It’s simple to run pilot 

programs with teams and slowly roll-out training across the organisation. The implementation 

of an HRIS tends to be more of a ‘big bang’ since its functions require everyone to be moved to 

the new platform at once. 

How can each platform assist with strategic goals? 
While effort is one consideration, the potential return should be the other consideration. We 

can consider return as a combination of the scope of issues addressed along with the time 

required for benefits to accrue. 

Scope 
Implementing an HRIS has immediate benefits for the human resources team. It may also have 

benefits for other teams, such as payroll or training. However, those teams are likely to already 

have business processes in place. An HRIS may only provide incremental improvements for 

payroll or training teams. 

Nevertheless, the human resources team is likely to see immediate benefits in efficiency and 

accuracy. So, if the efficiency of human resources activities or the accuracy of employee data 

are key organisational goals, then an HRIS may need to be prioritised.  

Employee onboarding can also usually be made more efficient by an HRIS, as can annual 

employee review processes. Once again, business processes are likely to exist for both of those 

functions, so an HRIS is about improving efficiency or accuracy. If the organisation is 
undergoing extremely high new employee growth or having significant problems with its 

annual employee review processes, then an HRIS may need to be prioritised.  

Alternatively, improvements in business processes around those areas may also be a solution. 

Certainly, however, the larger your organisation, then the more critical an HRIS becomes for 
solving issues of personal data, payroll accuracy, employee onboarding or performance 

reviews. As your organisation reaches 500-1,000 employees in multiple locations, then an HRIS 

can become a very useful platform. 
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An online training platform can also be a solution to these problems. Better training for 

managers on performance review discussions or automated employee induction training 

(which moves beyond simple onboarding and into actual induction) can be provided by an 
online training platform. 

An online training platform is more likely to address a wider range of strategic goals too. 

Improvements in sales, reductions in errors, better team management or stronger compliance 

processes are all addressed by an online training platform. Business process cannot address 
poor management skills, non-compliant behaviours or lack of know-how with internal systems. 

This is where training needs to kick in and provide missing knowledge.  

Time 
A final consideration is that of time – time for the scope of change to have an impact. 

An HRIS delivers almost immediate change. Improvements in accuracy and efficiency in human 

resource and payroll data should be almost immediate. 

An online learning platform delivers change both immediately and over time. Some training 

can deliver immediate impact – eliminating mistakes in common processes or knowledge, or 

ensuring compliance with required behaviours or regulations are two common examples.  

Training also delivers change over time. In fact, some training requires time in order to 
generate its benefits. Training in soft skills, including business development, sales or service, 

often requires time for change to occur. New skills must be tested and refined, new tools or 

processes may need to be developed, or the opportunity to implement new ideas must occur. 

This issue of timing is very important. If a strategic goal is to reduce mistakes or improve sales, 
then delays in appropriate training create compounded delays in achieving those strategic 

goals. If you wait six months to deliver training on a strategic goal, and that training takes 3-6 

months to embed and have an impact on strategic outcomes, then the initial delay is critical.  

Result: Faster implementation and faster results from a learning platform 

Chicken or egg. Which came first? 

It is true that an HRIS can assist every employee in an organisation. However, the range of 

strategic goals which an HRIS can address is significantly less than the reach of an online 

learning platform. The typical benefits of an HRIS are also more keenly felt at large scale, where 

business process struggles to provide a solution without improved IT. 

For large organisations, or for organisations which have identified strategic goals in employee 
onboarding (not employee induction), payroll accuracy or employee data management, then an 

HRIS should be a priority. 

However, for the vast majority of organisations – and particularly small to medium 

organisations – an online learning platform is more likely to be the priority.  

• An online learning platform has easier data management and significantly faster 

implementation, reducing bottlenecks in providing assistance for strategic goals. 

• An online learning platform can assist with a wider scope of strategic goals. 

• Delaying an online learning platform can compound delays in providing required 

assistance for strategic goals. 
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Put simply, prioritising an HRIS can add 3-9 months of delay for the implementation of an 

online training platform, which may then have another 3-6 months of delay for the impact of 

some training activities on strategic goals.  

Alternatively, an online training platform can be up and running in 
weeks. Attention can then turn to an HRIS while the benefits of the 
training processes begin to accrue towards strategic goals.  
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What are the different types of learning platforms? 

At this point, you should have some ideas about the… 

• Need for, and initial focus of, required training in your organisation 

• Potential training streams to start organising training 

• Pros and cons of different training delivery methods 

• Scope of a potential training budget for your organisation 

• Business case for an online learning platform to maximise your training budget 

Now we need a little education about the online learning platform industry. Let’s start at the 

very beginning. The learning and training industry has evolved to offer many different online 
learning platforms, each offering different feature sets for different types of organisations and 

their learning goals. LMS? LXP? LCP? DLP? LRS? Let’s review your options now. 

What is a digital learning platform (DLP)? 
Let's start at the top - a digital learning platform (DLP). A DLP is an overarching term for all 

online learning platforms. It's essentially a generic label. Chances are that your organisation 

has, or should have, at least one DLP. Larger organisations may end up with 2-3 DLPs fulfilling 
different functions. 

What is a learning record store (LRS)? 
Next, a learning record store (LRS). An LRS is a new type of platform. While unknown to many 
organisations, it aims to become the centre of any DLP strategy in the future. An LRS stores 

learning data. It is a platform designed to store centralised learning data across platforms and 

experiences. Ideally, all other DLPs (as well as external learning and instructor-led training 

(ILT)) would connect into your LRS allowing you to utilise a 'best of breed' approach to 

sourcing training content while maintaining a single source of training data. 

What is a learning management system (LMS)? 
Now for the most common DLP - a learning management system (LMS). Learning management 
systems were the first DLP, coming into popularity 15-20 years ago. These platforms focus on 

the management of learning. They store user data and manage learning enrolments and 

reporting. These platforms were originally designed to manage workshops and other 
instructor-led training, as well as provide a hosting platform for eLearning modules. 

As you can probably already tell, many of the functions of an LMS are now provided in an 

Learning Record Store. LRS tend to integrate with a wide variety of training sources since they 

did not host any content themselves. LMSes, which are trying to provide an all-in-on solution, 

tend not to integrate with any other platform as they attempt to provide everything in the one 

platform. 

LMSes also struggle with training content. They are a 'hosting' platform not a 'creation' 

platform. They are empty vessels which can only create users, not content. 10-15 years ago this 
made sense as eLearning modules were created in complicated desktop software. Today, 

learning creation platforms have made the creation of online learning much easier and well 

beyond the limitations of older eLearning formats. As a result, LMSes have attempted to also 
allow for online training creation by adding in some simple creation tools. Unfortunately for 

most LMSes, they are simply not designed for content creation. 

https://xapi.com/learning-record-store/
https://en.wikipedia.org/wiki/Learning_management_system
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Nevertheless, LMSes excel at managing training and can simplify the administration of training 

enrolments and reporting. LMSes tend to be used by large and enterprise level companies 

managing a wide variety of training content and locations. 

 

What is a learning experience platform? 
A learning experience platform (LXP) is almost the opposite of an LMS. An LXP contains ready-
made training content, often created with very high production standards (videos, animations, 

games). It is a plug-and-play solution providing a large volume of prepared training content.  

An LXP is typically not unique to your organisation. It is a shared platform used by manage 

organisations. While user data can be segregated by organisation, the training content is 
shared. It's like a 'Netflix of learning' with hundreds or thousands of prepared training 

modules. An LXP therefore focuses on training on content which can fit many industries - 

leadership and management, sales skills, popular software, teamwork and so on.  

LXPs solve part of the content problem by providing high-quality ready-made learning on a 

wide range of topics. Depending on the LXP, this content may or may not be branded to your 

organisation and may or may not report back to an LRS or LMS. Some LXPs can be quite niche 

too, which can help provide valuable training content for some roles. 

 

What is a learning creation platform? 
Our final DLP is a learning creation platform (LCP). Learning creation platforms are the new 
breed of LMS. Unlike an LMS, LCPs start with the creation of online training content - without 

training content, there is no training! An LCP is designed to make the creation of custom 

training content easy. Organisations should be able to use intuitive tools, guided processes, 

template modules and building-block editors to create interactive, branded online training 

modules. 

With an LCP, an organisation can solve issues which cannot be solved by an LXP such as 

employee induction. An employee induction program requires custom content about your 

organisation and its teams, tools, values, processes and standards. This content is unique to 

your organisation. An LMS cannot help with this problem as it cannot create quality online 

training. An LXP cannot help with this problem as its content is not unique to your 

organisation. 

An LCP typically also provides a hosting function for its online modules in a similar way as an 

LMS. For many organisations, an LCP can replace an aging LMS by providing a completion 

solution to be training content and training distribution. Some LCPs also include ready-made 

content libraries - so they are also a small LXP.  
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How do I compare different learning platforms? 

For many organisations, the key decision is comparison between an LMS vs LXP vs LCP. So let's 

break down these digital learning platforms (DLPs) by examining their features across the four 

most common learning requirements for most organisations. 

 

Comparison 1: Training management 
In this first comparison, let's consider the support each DLP has for managing the most 

common types of training content. In this comparison, organisations should consider what the 

majority of their training content will be (e.g. if your organisation has instructional designers, a 

significant existing eLearning module library or large training budget, then an LMS may be 

suitable). 

 
Learning 

Management System 
Learning Experience 

Platform 
Learning Creation 

Platform 

Self authoring 
training 

 LMS in Australia, such as 
iSpring Learn, now offer 
built-in authoring tools, 
enabling users to create 

interactive content without 
external software. 

Some LXP have introduced 
basic authoring capabilities, 

allowing users to create 
simple training content 

within the platform.  

 Designed for 
comprehensive content 

creation with guided 
processes and templates, 

facilitating easy 
development of customised 

training materials. 

Ready-made 
training 

 Many LMS provide access to 
extensive libraries of ready-
made courses, though these 

may not always be in 
organisational branding and 

are typically not editable. 

 LXP often offer vast 
libraries of generic content 
with cross-industry appeal; 
however, this content may 

not be customisable to 
specific organisational 

needs. 

 LCP offer substantial 
libraries of editable and 

brandable content, allowing 
organisations to tailor 

materials to their specific 
requirements. 

External 
eLearning 

training 

 LMS support hosting 
various eLearning packages 

(e.g., SCORM), facilitating 
the integration of external 

content. 

 Some LXP have introduced 
integration capabilities to 

host external content, 
though support may be 

limited compared to LMS. 

LCP support importing 
existing files or sharing via 
SCORM links, enabling the 

inclusion of external 
eLearning materials.  

Instructor-led 
training 

 LMS typically support 
scheduling and calendar 

management for instructor-
led sessions, 

accommodating blended 
learning approaches. 

 LXP may offer limited 
support for live sessions, 

with some platforms adding 
features to facilitate 

instructor-led training. 

 LCP support blended 
learning, including online 

and offline training events, 
with tools to manage 

various types of instructor-
led training. 

 

Comparison 2: Training users 
In this second comparison, we consider who the typical users of each DLP. Organisations 

should consider how they will implement training and what roles will be required to both 

create, complete and managing learning. 
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Learning 

Management System 
Learning Experience 

Platform 

Learning 
Creation 
Platform 

Who can 
create 

training? 

 Traditionally, Learning and 
Development (L&D) professionals 

using external eLearning authoring 
tools. However, many modern LMSs 
now include built-in authoring tools, 

enabling content creation without 
external software. For example, 

Acorn LMS, developed in Australia, 
offers such capabilities. 

 Primarily designed for content 
curation and delivery; some 
LXPs have introduced basic 

authoring capabilities, allowing 
users to create simple training 

content within the platform. 

 Designed for anyone 
to create training 

using comprehensive 
built-in tools, guided 

processes, and 
templates. 

What 
content is 
covered? 

 Virtually any topic, provided the 
organisation has the appropriate 
software, resources, and budget. 

 Focuses on popular and 
generic topics with cross-

industry appeal; some LXPs 
now offer integration 

capabilities to host external 
content, expanding the range of 

available topics. 

 Any topic, with 
flexibility in content 

creation and 
customisation. 

Who can use 
the 

platform? 

 Traditionally designed for internal 
staff; modern LMSs have expanded 

access to include contractors, clients, 
and e-store customers, offering 

versatile user management. 

 Primarily intended for internal 
staff; some LXPs now support 
external users, though this is 

less common. 

 Designed for use by 
staff, contractors, 

clients, and e-store 
customers, providing 

broad accessibility. 

Typical 
organisation 

size? 

 Historically adopted by mid-sized to 
enterprise-level organisations; with 

the advent of cloud-based and 
scalable solutions, LMSs are now 

suitable for organisations of all sizes. 

 Applicable to organisations of 
any size, offering scalability to 

meet diverse needs. 

 Suitable for small to 
large organisations, 

with flexibility to 
accommodate 
various scales. 

 

Comparison 3: Platform costs 
In this comparison, let’s consider the key costs in managing each DLP.  

 
Learning 

Management System 
Learning Experience 

Platform 
Learning Creation 

Platform 

Set-up cost 

 Ranges from free to high, 
depending on customisation and 

implementation needs. For 
example, platforms like Acorn 

LMS, developed in Australia, offer 
scalable solutions that can be 

tailored to organisational 
requirements. 

 Generally low to moderate, 
with some platforms 

offering quick deployment 
options. Australian 

platforms such as Cloud 
Assess provide streamlined 

setup processes. 

 Typically low, with many 
platforms designed for easy 

self-service setup. For 
instance, Coassemble, an 
Australian-made platform, 

offers user-friendly 
interfaces for quick 

deployment. 
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Subscription 
cost 

 Varies widely; can be moderate to 
high, often based on user count 

and features. Platforms like 
LearnUpon offer flexible pricing 

models suitable for different 
organisational sizes. 

 Moderate to high, 
frequently depending on 
content access and user 

numbers. LXPs such as SAP 
Litmos provide extensive 

content libraries, influencing 
subscription costs. 

 Generally low to moderate, 
with pricing often based on 
usage tiers. Platforms like 
iSpring Learn offer cost-
effective solutions with 
built-in authoring tools. 

Operating 
cost 

 Can be substantial due to 
maintenance, updates, and 
potential need for separate 

content solutions. Traditional 
LMSs may require additional 

resources for content creation and 
system management. 

 Typically low, as platforms 
are designed for ease of use 
with minimal maintenance. 
LXPs often include ready-

made content, reducing the 
need for extensive 

operational resources. 

 Low to moderate, with 
integrated tools reducing 

the need for additional 
resources. LCPs provide 

comprehensive authoring 
capabilities, minimising 

reliance on external 
content solutions. 

Operating 
effort 

 Highly customisable, leading to 
increased complexity; often 

requires dedicated Learning and 
Development (L&D) professionals. 
Managing an LMS can be resource-

intensive due to its extensive 
features and customisation 

options. 

 Usually not highly 
customisable; offers ease of 
management with limited 

options. LXPs focus on user 
experience and content 

delivery, simplifying 
administration. 

 All-in-one solutions with 
extensive automation; 

designed for easy 
administration by various 

users. LCPs enable 
organisations to create and 
manage content efficiently 

without specialised 
expertise. 

 

 

Comparison 4: Training data 
For this comparison, we are ignoring LRS. All three platforms store learning data. In this 

comparison, we want to consider the quality of that data. What data is easily available for both 

users and the organisation. LMSs and LXPs tend to use older learning data standards (typically 

SCORM) which limits their data recording options. We also consider the different levels of 

Kirkpatrick training effectiveness and if each platform can assist in those measurements. 

 
Learning 

Management System 
Learning Experience 

Platform 
Learning Creation 

Platform 

Level of data 
captured 

Completion, Score Completion, Score 

Completion, Score, 
Polls/Surveys, Open 

Text, Learning 
Objectives, On-the-job 
Outcomes, Relevance, 

Content Feedback, 
Next Steps, Social 
Learning Results 

Satisfaction data 
Kirkpatrick Level 1 

Yes, if custom created 
(time and cost) 

Yes, built-in Yes, built-in 

Understanding 
data 

Kirkpatrick Level 2 

Yes, if custom created 
(time and cost) 

Topic dependent Yes, easy to create 
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Behavioural data 
Kirkpatrick Level 3 

Rarely, if custom 
created (time and 

cost) 
No Yes, easy to create 

Outcomes data 
Kirkpatrick Level 4 

Very rarely, if custom 
created (time and 

cost) 
No Yes, easy to create 
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How can I determine if I need an LMS or a more 
complete learning platform?  

At this point you might be thinking about a learning management system (LMS). You may have 

seen one at another organisation or heard about LMS at a HR or learning conference. You may 

have even been told ‘get a learning management system’ by a peer or colleague. 

However, don’t rush to decisions just yet.  

Before you pick an LMS, take a step back and consider why your 
organisation even needs an LMS. While it’s true that many large 
organisations have an LMS, that doesn’t mean it’s a solution for every 
organisation. 

Let’s consider seven key questions which will help you consider if your organisation really 

needs an LMS at all. This isn’t to say that LMS don’t have benefits or aren’t useful platforms. It’s 

simply a case of the ‘right tool for the right job’. LMS developed in the very early days of the 
internet long before cloud computing, streaming video, social learning and many other 

valuable modern technologies existed. 

An LMS still has a role to play for the right organisation. So let’s ask seven simple questions to 
help you determine if an LMS is right for your organisation. 

 

Do you need to host externally created eLearning modules? 
If not, then you don’t need an LMS. 

Remember that LMS do not create training content. They are administrative platforms. An LMS 

can typically only record training completed elsewhere or host training created elsewhere. 

Some LMS claim to have training creation tools, but they are simple and limited - it will 
typically be just pages of text with a few quizzes. 

The early days of online learning required that all eLearning modules were created offline in 

traditional desktop software. This software then exported eLearning in a common format, 

called SCORM, which an LMS could host online. This was 15–20 years ago, well before modern 
cloud-based learning platforms. The legacy for some organisations is a library of externally 

created SCORM eLearning modules. 

If your organisation does not have this legacy, then you don’t need an LMS. If your organisation 
does have a library of SCORM eLearning modules, then you might need an LMS to host them. 

The alternative would be to transfer that content out of SCORM and into a modern learning 

platform (which may be a good chance to update that content, create more social interactivity 

and improve learning reporting). In all these cases, a learning creation platform would be a 

better choice than an LMS. 
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Do you need to manage 1,000s of training enrolments? 
If not, then you don’t need an LMS. 

LMS are built for ‘learning management’. The clue is in their name! If your organisation has a 

’learning management’ problem, then an LMS may be the solution. This typically means that 

your organisation has to manage so many training enrolments, on such a regular basis, that a 

central learning management platform is required. Typically, this would be 1000s of 
enrolments for 1000s of users in a wide combination of training events (onsite, offsite, 

webinars, online, external, self-paced) in several locations. 

Therefore, most LMS platforms are designed for enterprise level organisations where training 

management is often decentralised and an LMS is required to centralise all the information 

from all locations. If that’s not your organisation, then you will likely find an LMS to be 

complicated and time consuming as it attempts to solve a problem your organisation doesn’t 

have. 

Do you have staff or budget to create customised eLearning? 
If not, then you don’t want an LMS. 

This question is clearly related to the first question. While the first question deals with legacy 

training content, this question considers future training content. An LMS requires that you 

have a separate training content solution. It’s a learning ‘management’ system after all. 

If your organisation has instructional designers and eLearning authoring software, then an 

LMS might be a good solution for you. Your teams can build custom eLearning to populate your 
LMS. Alternatively, you could outsource the creation of your eLearning to external designers if 

you have a suitable budget (typically $5,000-$10,000 per hour of customised eLearning). 

If you don’t have these resources, then an LMS doesn’t solve training problems for you - it 

creates an empty vessel with a new problem: a lack of training content. 

Do you need to organise 100s of instructor led training workshops or webinars? 
If not, then you don’t need an LMS. 

Like the previous question, an LMS excels at training administration. For organisations focused 
on instructor-led training, be it workshops or webinars, this can be a very valuable function. 

LMS can help manage training rooms, recording attendance, distributing workbooks and 

provide a calendar function for instructors. 

Once again, this is usually only valuable for organisations with scheduling needs which have 

surpassed Outlook or Google calendars. If your training team has 3-10 instructors running 

dozens of workshops or webinars each week, this might be useful. If not, then this LMS 

functionality is largely irrelevant to your organisation. 

Do you have a large L&D team which needs to coordinate multiple locations? 
If not, then you don’t need an LMS. 

Most LMS platforms will have multiple levels of administrative roles - from full administrator, 
to area administrators, assessor, facilitators and more. If you have a large L&D or training team 

which needs to coordinate its activities, typically across locations and roles, then this role-

management functionality can be valuable. 
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However, if your training team is just a few people and your administrative requirements are 

modest (and can largely be automated with an online platform anyway), then this complexity 

will not benefit your organisation. 

Do you need to track training from a wide variety of sources? 
If not, then you don’t need an LMS. 

Perhaps your organisation doesn’t have 1000s of staff or locations, but it does engage in a very 
wide range of training initiatives. In this case, an LMS may be useful to bring all these separate 

training records together. A training records platform may be an even better solution for this 

type of organisation. Training records platforms centralise training details automatically from 

a wide range of sources, automating many features which would require manual input in an 

LMS. 

Do you need to track competencies and compliance requirements? 
If not, then you don’t need an LMS. 

What you probably need is a HRIS. Competency mapping and compliance tracking can be 

managed through quite a variety of means - starting with an Excel spreadsheet. Some learning 

platforms include various degrees of competency and compliance mapping and you may get 

this through an LMS. However, an LMS is not the only solution for this and, certainly, 

purchasing an LMS specifically for this feature is usually the wrong decision. 

First up, manage learning creation platforms can provide some features around competency 

and compliance tracking. Second, a HRIS typically provides very robust features in this area. If 
you have an HRIS, then it should manage these functions and then your learning creation 

platform provides the training content. So, the HRIS identifies the problem (missing 

competency, lack of compliance certification) and the learning creation platform provides the 

solution (induction training, skills development, compliance training). 

Result: Most non-Enterprise organisations do not need an LMS 

When online learning platforms first originated, the idea of a learning management system was 

important. It was a management portal designed to store user data, host training created 
elsewhere (workshops or online learning created in an eLearning Authoring tool) and store 

basic training records. At the end of the day, an LMS is an administrative platform. So it’s 

perfect for larger, enterprise-level organisations which have a major training administration 
problem. 

Those large organisations also have the training budget and training teams to justify an LMS 

and still have resources left to provide actual training content and delivery. 

For every other organisation – which is 95% of organisations – an LMS would be inappropriate. 
For those organisations, finding, creating or affording training content will be the #1 issue. 

Most organisations do not have large training teams or unlimited training budgets. They need 

an online learning portal which is easy to use with minimum administration requirements and 

which can solve their #1 issue – training content! That’s not an LMS. 
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What are the total costs of online learning? 

As a final step in understanding online learning platforms, let’s return to the issue of cost. What 

does online learning cost?  

If your organisation hasn't already made a move to online learning, you might be uncertain 

about the costs associated with such a move. In this article, we'll examine all the potential 

online learning costs as well as ways to eliminate or minimise them. 

As we review the various costs in online learning, we'll need to consider two parts of the 
process. 

• Online learning platform costs. These are the costs in providing a platform to host and 

distribute online learning. It should be noted that many online learning platforms also 

provide other benefits, from the administration of instructor-led training to acting as a 

video-hosting environment. 

• Online learning content costs. An online learning platform cannot function on its own – 

it also needs online learning content. These costs may include access to ready-made 

online learning libraries as well as the cost of developing new, customised, online 
learning content. 

Set-up costs 
Set-up costs are a one-off online learning cost to establish your cloud-based learning platform. 

Setting up a domain for a new organisation in a modern online learning platform should 

require just minutes of effort. There are no provisioning costs in establishing a new 

organisation in a modern cloud-based infrastructure. 

It’s important to check whether a platform has any upfront costs, as 
they can sometimes be an unwelcome surprise. 

That being said, some older learning platforms can require considerable effort to provision a 

new organisation portal while some online learning vendors use set-up costs as a way to 

improve margins (particularly as a way to coerce organisations into longer contracts to 'spread 

set-up costs over many years). Set-up costs for these learning platforms can range from $500-

$25,000 or more. 

Implementation costs 
Implementation costs are a one-off online learning cost involved in establishing the initial 
settings and processes in your learning platform. 

These costs are typically human-capital costs. They involve one-off initial implementation 

activities, such as defining custom fields in user profiles, setting up initial categories, activating 

single-sign-on protocols and establishing branding on the platform. 

For most modern online learning platforms, these activities should be simple and straight-

forward. Organisations should be able to quickly establish these settings themselves during a 
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standard implementation process, while platform providers may help with decisions around 

some of these settings during an initial training process for new platform admins. 

As a result, at Tribal Habits, we believe implementation costs for 
online learning platforms should be free. The effort is minimal and 
should be absorbed by both our customer success staff during the 
free initial admin training we provide. 

However, many complicated online learning platforms may require an implementation fee. 
This may include costs for upfront training of staff, help from the platform provider in setting 

up parts of the platform or 'consulting' services which are required to otherwise use the 

platform. Implementation costs for these learning platforms can range from $500-50,000 or 

more. 

Package costs 
Package costs are on-going online learning costs associated with the features of your learning 

platform. Package costs are the first component in determining your on-going usage 
subscription. 

Some online learning platforms have one package – you receive all features, all the time. 

Indeed, this may make sense for some platforms which have a defined (limited) feature set. 

Alternatively, some online learning platforms allow you to select only the features you need. 

For platforms with more extensive feature sets, that can help make your online learning costs 

more efficient. 

At Tribal Habits, you can select from several different packages 
depending on the particular features your organisation requires. Many 
other modern online learning platforms offer similar package 
structures. It is certainly worth investigating which packages your 
organisation definitely requires. 

Plan costs 
Plan costs are on-going online learning costs associated with the volume of activity in your 

learning platform. Essentially, plan costs are the second component in your on-going 

subscription – they are the 'multiplier' of your package costs. The most common plan cost is 

'per user per month' charge. 

In a simplified case, let's say your package costs are $10 per user for the features you have 

selected. Your plan costs will then adjust the $10 per user amount up or down. For example, 

larger organisations may receive a discounted per-user rate for high volumes – it may reduce 

the per-user cost to, say $7.50 per user, for the same set of features. 

Similarly, paying monthly or annually may adjust the plan cost – annual plans (paying for 12 
months of use in advance) typically result in a lower per-user fee. The trade-off here is that you 

commit to a particular volume of usage, which may not suit seasonal or irregular usage or small 

to medium organisations who do not need regular monthly usage. 

A more important distinction in the plan cost is how a user is counted. 
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• Stored users. Many online learning platforms use 'stored' users (or total users). They 

count every user in your portal regardless of whether that user is active in the portal 
(logging in to use the portal). This method is simple but can be very inefficient if your 

users are not using your portal every month. 

• Active users. Some online learning platforms use 'active' users (or actual users). In this 

case, only users who log into the portal are counted. This method most closely aligns the 

value you receive from the online portal with the costs you are paying. If users are not 

using the portal, your costs should fall. 

At Tribal Habits, we use an active user pricing model. You only pay for 
users who are actively gaining value from your learning portal. This is 
a very efficient cost model. Organisations with, say, 300 employees 
may only need a 150 active user plan – this would allow 150 different 
users to log in each month. If you have more users in a month than 
your plan, you are simply charged for the excess users for that single 
month (at the same per-user rate). 

At Tribal Habits, you can also elect to pay monthly ('pay as you go' with 
no contract) or annually (starting from 100 active users per month with 
increasing per user discounts for larger plans). 

Storage costs 
Storage costs are on-going online learning costs associated with the amount of content stored 

in your online learning portal. 

This is often a hidden and unexpected cost, typically associated with older online learning 

platforms. Organisations may find that a certain amount of storage is initially free on these 

platforms. However, as usage grows and more content is added to the platform, a storage fee 

can suddenly be charged. 

Storage fees can sometimes be an unexpected cost in online learning 
platforms, particularly with older systems. Some platforms include a 
certain amount of storage for free but charge extra as usage grows. 
It’s worth checking how storage is handled to avoid surprises.. 

Support costs 
Support costs are on-going online learning costs associated with receiving support for your 

online learning platform. 

For most online learning platforms, there are no additional support costs – support is included 

in your package and/or plan costs. 

However, some online learning platforms charge extra for certain levels of service. For 

example, they may provide email support (which can take 2-3 days to respond) for all 

packages, but more responsive live chat support may be an additional on-going cost (typically a 

per cent of your overall subscription cost). 
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At Tribal Habits, we offer the same level of support for all packages 
with no additional fees. 

Content Creation costs 
Now for the single biggest hidden cost in online learning platforms – content. 

Almost all online learning platforms are designed only to host online learning content. That 

means you need to find your online learning modules somewhere else and at an additional 

cost. Some of these online learning platforms will claim to have the ability for you to create 

online learning modules, but the tools are simple. They are often nothing more than some basic 
text, a few images and simple quizzes. 

The sources for online learning modules really come down to two options. 

• Ready-made online training modules. These modules provide training on common 

topics. Some online learning platforms now include access to libraries of online training 

modules – perhaps has an additional package subscription. If not, then you may need to 

track down ready-made external training and integrate that into your online learning 
platform (at a cost, and with some effort). 

• Online training creation software. Alternatively, you can use dedicated online training 

creation software (eLearning Authoring tools) like Storyline or Captivate. These tools 
are expensive ($1000-2,000 per creator per year) and have steep learning curves. If you 

would like 4-5 of your staff to be able to create training, you need to factor this cost into 

your planning. 

At Tribal Habits, we have several libraries of ready-made training 
which can be included as a package in your subscription. Unlike other 
learning platforms, this training appears in your organisation's 
branding and can even be edited by your organisation. 

In addition, Tribal Habits has integrated online training creation 
features. In fact, Tribal Habits was designed as an online training 
creation platform from the ground up. The ability to create fully 
interactive online training is included in your packages. 
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Part 3 – How is a learning platform implemented? 

As a final part of your business case for an online learning platform, you may need to consider 

the effort required in implementation. This is often a concern for senior management who 

worry that implementation will be expensive and time consuming.  

While we have discussed the implementation of a learning platform versus a HRIS earlier in 

this guidebook, let’s now dive into the detail of your first few days and weeks with a new online 

learning platform to show just how easy the implementation can be (with the right platform!). 
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How can we easily implement a new online learning 
platform? 

Implementing online training can seem a little overwhelming. The key is to implement in 

stages, not all at once. There will be many lessons learnt when implementing online training – 

lessons which allow for updates and improvements as each stage in the implementation 
process is completed. 

Let’s look at an easy seven-step process to make it easy when implementing online training.  

In addition, using the links below you can watch a series of 2-4 minute 
videos which demonstrate each of these steps in action in the Tribal 
Habits platform for an example organisation called One Tree Co.  

Step One – 2 mins - Set up your new online training platform 
Your first step in the process is to set up your new online training platform. For modern online 

training platforms, this should be a relatively simple matter. The platform is hosted in the 
cloud, so no deployment or installation is required. No downloads should be required either.  

Ideally, there are no set-up or implementation fees either, since setting up a new organisation 

in a cloud-based online training platform typically takes just a few minutes. Your major 
decisions will be on some brand logos and colours and your primary administrator details. 

If your organisation utilises single-sign-on, you could also choose to integrate with your SSO 

provider at this step or do that later. For maximum compatibility, you could also elect to 

provide your IT department with any URLs or email addresses from your platform which they 

may need to whitelist (if your internal IT security is particularly fussy). 

Step Two – 5 mins - Import ready-made compliance training 
In this example, we are going to focus on some early wins. We want to get the platform initially 
in use without creating too many difficulties. It’s also important we see the platform well used 

and have useful data to report quickly, to reinforce the value of the online training platform 

and build support for additional stages of implementation in the future. 

We would typically recommend you, therefore, start with online compliance training. This 
training can be imported from the compliance library in your online training platform 

(ensuring it is approved by Australian lawyers). It most online training platform, this process 

should take just a few minutes.  

The imported online compliance training should appear in your organisation’s branding too , 

which will boost engagement and reinforce the importance of the compliance training (check 

with your online training platform to confirm this rebranding process occurs).  

Step Three – 10 mins - Prepare a simple custom online training module 
For the initial roll-out of your online training platform, it can be useful to include one relatively 

simple customised online training module. This is a chance for you to test out the online 

training creation tools in your platform.  
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The simplest choice here would be a short topic on a compliance policy in your organisation. 

The topic can present your policy, capture the acceptance by your employee and then 

(optionally) ask 5-10 quiz questions to confirm their understanding. 

This should be an easy process in a modern online training platform. In Tribal Habits, for 

example, you would simply copy the ‘Compliance policy acceptance’ module from the Template 

Library and then fill in the blanks. You could then request your free review by a Tribal Habits 

training expert. 

Step Four – 3 mins - Create some online training pathways 
The next step is to organise your imported and custom online training into some training 

pathways. Pathways group together modules into a single experience. Pathways make 

enrolments much easier since you only need to manage enrolments into a single pathway 

rather than many modules. 

Pathways are also easier for employees since it is clear that they must complete a series of 
modules to finish this training exercise. It becomes a ‘to-do checklist’ which is intuitive and 

engaging.  

You might create separate pathways for employees and managers, as well as pathways for 

compliance and induction. In this case, two pathways of compliance modules and policies for 
both employees and managers might make sense. 

Step Five – 5 mins - Set up automated administration functions 
Now you are ready to make your administration easier. Your online learning platform should 
contain a number of features which can automate the ongoing management of your employees 

in their online training. 

• Automated due dates – You should be able to set due dates for both your modules and 

your pathways based on either specific dates (e.g. the due date for all compliance 

training pathways is set as 30 June regardless of the date an employee joins the 

organisation) or dynamic dates (e.g. the due date for each module is set as seven days 
from the date the employee starts each module). 

• Automated notifications – You should be able to have the online training platform 

automatically send email notifications to employees as they are enrolled in pathways. 

Ideally, their manager should also be notified so they can help manage the employee 

through the process. 

• Automated reminders – Finally, you should be able to activate automated reminder 

emails for employees, both in advance of their due date and after their due date. Ideally, 

their manager should also be notified when they are well overdue. 

Step Six – 10 mins - Set up custom user profiles and prepare data 
We are almost ready to upload and enrol your employees. Before we do that, go into your 

online training platform and set up the data you want to record for each employee. You should 
be able to add things like location, role, team or any other useful demographic information. 

These fields can be later used to help segregate employees for improved reporting, data 

analysis and enrolment options. Once you have your data fields set, download a CSV template 

from your online training portal to populate with employee information.  

mailto:hello@tribalhabits.com
http://tribalhabits.com/


 
Copyright © 2025 Tribal Habits |  Page 50 

Step Seven – 2 mins - Upload and enrol your employees 
You can now upload your employee spreadsheet AND enrol employees into their compliance 
training pathways at the same time. That should trigger your automated notifications and due 

dates. At this stage, your initial implementation is complete. 

You can allow some time for employees to undertake their training. As a next step, you can 

start to review training data, quiz answers, success rates and employee feedback while 
contemplating the next step in your implementation process! 

 

Result: Implementation within hours and days 

Implementing a modern online learning platform is far easier than most people think. With a 

platform like Tribal Habits, your implementation process can be measured in hours and days, 

not weeks and months. 

While it is true that you can continue to roll-out new aspects of training – converting existing 
training materials, optimising employee induction or sharing best practices – the core 

implementation process of an online learning platform is easy to manage. 
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How do we run an effective pilot program for a 
learning platform? 

When you think about implementing a new learning platform for your organisation, it is 

necessary to ensure it will be advantageous before making the purchase decision. Running a 

pilot program for a learning platform allows you to test diverse aspects of the new platform but 
on a small scale. 

First things first, however - you initially need to consider if a pilot program for a learning 

platform would be an effective step in the purchasing process. Not every purchasing decision 
needs a pilot program. A pilot program for a learning platform is an investment itself. They 

take time and effort (and sometimes even a monetary investment) and may not even yield 

useful information unless they are run correctly. 

Before committing to a pilot program, take a moment to consider if it is worth the investment. 

• How unfamiliar are you with learning platforms? 

• How large is the change management exercise in your organisation? 

• How many stakeholders are impacted by the new learning platform? 

• How costly is the new learning platform? 

• Can a pilot program actually return effective results? 

That last question is critical. Not everything can be tested via a pilot 
program. Sometimes the effort to obtain useful feedback from a pilot 
program is equal to simply implementing the new platform itself.  

When the new learning platform has flexible pricing and/or no set-up or implementation costs, 

then it may be simply more effective to skip the pilot program and proceed straight to 
implementation. If the learning platform has a large set-up cost, complicated implementation 

process or would commit you to a multi-year, expensive subscription, then running that pilot 

program might indeed be a wise idea!  

If you do decide to run a pilot program for a learning platform, then these six steps will start 

you on the path towards effective testing and useful data for your decision-making processes. 
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Step One - Identify your goals 
Ideally, your review of learning platforms should have already identified the desired solutions 

and outcomes for your organisation. In this first step, you need to step back from those overall 

outcomes and instead define what you want to know from the pilot program itself.  Gather your 

stakeholders or decision makers and start brainstorming specific questions you are currently 
struggling with or uncertain about. 

In the context of a new learning platform, this might include: 

• Can employees use the learning platform without significant assistance? 

• Do learners use or gain value from certain features? 

• Does the style of learning feel natural to employees? 

• Did employees have problems accessing the learning platform? 

• Was the process of setting up employees and learning manageable (for a pilot)? 

Ideally, group similar questions together and summarise them into a set of questions you need 

to find answers for with your pilot program. These questions will guide you in deciding what 

features or pieces of the platform need to be evaluated.  

Step Two – Determine what to measure 
That last sentence in the previous step is very important – a pilot doesn't need to test every 

single aspect of the platform. It just needs to focus on those areas or features required to 

answer your questions and help you make a purchasing decision. 

So, for example, if your concern is about how easily employees can navigate the platform, then 
you'll need to provide modules for employees to navigate within and between. If you need to 

evaluate the ease in creating online training, then testing social learning may not be as critical 

as having a few subject matter experts try out the training creation tools. By setting goals, you 

will understand the key features of the platform you need to focus on. Test those and those 
alone. 

Step Three - Recruit your program participants 
A pilot program group doesn't have to be large, but if your final audience is diverse, you might 

need to replicate that diversity. You also need to ensure you involve enough departments and 

roles to give you enough data. Often your stakeholders will be able to help you identify the 

right people, particularly if you need to test this among multiple segments. 

Testing training is a tricky task too. If an employee is testing the interface, they often don't 

concentrate on the training content as much as they would if it was a real training exercise. 

Conversely, if you want employees to focus on training content, then you need to empower 

them to spend as much time testing and implementing the training content as they would with 
real training (with the same support they would get from their manager in a real training 

exercise). That's often a big task and requires a substantial investment. 

You can manage this by picking training topics with less 'load' on the employee – compliance 

training is often used for this. However, if your goal is to drive training which impacts strategic 

goals – such as sales or leadership – then compliance training isn't a great proxy. You need to 

tread carefully here.  
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Asking too much of your employees in a pilot program of a training 
platform may be unrealistic and only frustrate them (negatively 
biasing their responses).  

A half-way measure may be for employees to largely complete the training and to then answer 

a series of review questions about their impressions and intent. Could they foresee the 

remaining (intensive) training activities being achievable? What have they managed to achieve 

with the training they did complete? 

When testing other aspects of a training platform, similar issues of balance can arise. If you 
want to test out the ability to create training, asking someone to create an entire training 

module as a pilot may be too much – you might need to settle with creating part of a module – 

enough to 'get the gist'. Administration tasks can be similarly tested. If you are worried about 

the burden or effort of training administration, then ask an administrator to focus on 
automation tasks around a single module (not dozens of modules). 

Ask too little, and you won't get high-quality responses as the testing may be superficial. Ask 

too much, and you may negatively bias the results from a level of frustration.  

Step Four - Collect your pilot program data 
Your pilot program data will vary depending on your goals. Look at your goals to understand 

the best mix of qualitative and quantitative data you need.  

You can then decide how you will collect that data. It could be physically watching employees 

use the platform, or it might be an online survey. Good learning platforms should have built-in 

learner feedback features (such as the built-in feedback and quality polls in all Tribal Habits 

modules).  

Remember: If you plan on gathering quantitative data, make sure you also collect qualitative 

data. It's important to a system of checks-and-balances; otherwise, you run the risk of numbers 

dominating feedback and numbers can be open to interpretation.  

Step Five – Revisit your decision-making process 
There is no point in running a pilot program for a learning platform if you don't actually use the 

results! It's great if you discovered that employees are using the platform as intended and 

found the experience beneficial. Chances are, however, that not every aspect of the new 
platform went perfectly – it is just a pilot program, not a full implementation after all. 

Take what you discovered and see how serious the issues are. For example, if employees 

struggled with navigation, consider if that could be solved in a proper implementation with 
more useful onboarding or instructions. If employees didn't use certain features, consider if 

those features are perhaps less important than you thought or if they need a better 

explanation.  

Step Six - Turn testers into champions 

Once you have worked with your pilot program group, you'll have a 
good idea who found it valuable and who appreciated your desire to 
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improve learning in your organisation. Take those people who are 
interested and ask them to share their experiences. 

These platform champions might send emails to their department, present on the platform at a 

team meeting or let you use quotes in rollout communications. They may also be great 

candidates to create your first custom online training modules in a platform like Tribal Habits. 

Result: Smart use of a pilot program for a learning platform  

Using these six steps will help you optimise a pilot program for a learning platform. If you take 

the time to plan, work through a process, clearly evaluate data and identify possible changes, 
you dramatically increase your chance of success when the full platform makes its debut. And 

you can make a more confident purchasing decision in the first place. 
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