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Executive Summary
Digital Revolution Redefining Future of Work
Technological progress has been transforming humanity for decades. But the pace and scale
of recent changes are unprecedented.
It took 75 years for telephones to reach 50 million users. But Pokémon Go gained that many
subscribers within 19 days of its launch.
Imagine this; Uber, the world’s dominant taxi company owns no vehicles, Alibaba, a treasured
retailer has got no inventory, Facebook, the world’s most popular media owner creates no
content. Even Airbnb, a global accommodation provider, owns no real estate of its own!
The way we work, the skills we need to thrive in our jobs, and the trajectories of our careers
are rapidly evolving. These changes – driven by technological innovation, demographics,
shifting business models and nature of work – are significantly altering the skills demanded by
the labour market. Such skills mismatch and skills churn have increased the need for
continuous skilling, reskilling, and upskilling throughout a person’s career.
Organizations today are facing serious challenges which hinder their ability to achieve a
future-ready workforce, as a result, affect their business performance.

Future Ready Skills & Talents
Mckinsey Global Institute (MGI)5 produce a report illustrating how workforce skills will shift with
the adoption automation and artificial intelligence in the digital economy.
It indicated that all technological skills, both advanced and basic, will see substantial growth in
demand given the expected growth in occupations requiring these skills including data
scientists, software developers, and systems engineers. It is expected that the need for
advanced IT and programming skills will be the fastest-growing by as much as 90%.
Accompanying the adoption of advanced technologies into the workplace will be an increase
in the need for workers with finely tuned social and emotional skills – skills that machines are
a long way from mastering. These skills include advanced communication, interpersonal skills,
empathy, initiative-taking, entrepreneurship and collaboration skills.
To future ready their career, talents now need to be digital ready. They must have innovation
skills to create value rather than just add value. They must be agile to function in a more
ambiguous digital economy. They need to be lifelong learner with multi-disciplinary skills
including broad competencies and deep domain skills.
Business success is no longer simply about adding new technologies. Instead, modern
enterprises must focus on fostering a new type of agile workforce, with the optimum balance
of tech and innovation skills to harness technology in a way that drives competitiveness.
Working adults either it be business or technical professionals would need to acquire a core
set of digital skills for digital engagement, agile innovation, data analytics & digital technology
implementation.
© 2020 Lithan Pte Ltd. All rights reserved
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Reimagining Enterprise L&D
Business leaders must completely rethink how to prepare their workforces, from anticipating
the skills their organizations will need, to how they will help people learn and apply new skills
throughout their careers.
To support workforce transformation for the digital economy, it is imperative that conventional
corporate training would need to be realigned to keep pace with today’s VUCA environment –
Volatility, Uncertainty, Complexity, and Ambiguity.
The leaders of L&D functions need to revolutionize their approach by creating a new learning
approach that aligns with business strategy and by identifying and enabling the capabilities
needed to achieve success.
Conventional corporate training has three fundamental learning gaps namely the ACCESS
Gap, the RELEVANCE Gap, and the OUTCOME Gap where innovative learning solutions
would be required.

CLaaS@Work – Workplace learning as a Service
Our innovation to reimagine the future of Learning is CLaaS® - Competency Learning as a
Service. It leverages advanced educational technology with innovative learning pedagogy to
deliver workplace skills utilization for improved career outcomes and business performance.
CLaaS@Work is structured to bridge 3 major learning gaps inherent with traditional corporate
training – namely Relevance GAP, Outcome GAP & Access Gap.
CLaaS@Work is aligned around a competency-based curriculum to deliver RELEVANT skills
and competencies required by business and technical professionals to stay relevant in the
digital economy. .
We facilitate collaborative learning with learning co-ownership between learner, L&D,
businesses and education institution with peer2peer mentoring support from businesses.
We implement work-based learning pedagogy with the adoption of the 70:20:10 learning
model to deliver improved KSAs (Knowledge, Skills and Ability).
We contextualize CLaaS with workflow integration via live projects implementation to deliver
workplace skills utilization for tangible business OUTCOME.
We deliver personalised learning journey with our EASE Blended learning framework.
Learners involved in self-directed ‘bite-sized’ learning, participate in live learning activities such
as flipped classes, personalized mentoring and experts sharing.
With EASE, an individual gain ACCESS to a non-invasive, just-enough and just-in-time
learning to develop new digital capabilities for omni-channel marketing, tech-enabled
operations, intelligence business & secured modern workplace .
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Digital Revolution
This isn’t about some “far Future’ of work – Change is already happening, and
accelerating now. Act Now.. – PWC
Technological progress has been transforming humanity for decades. But the pace and scale
of recent changes are unprecedented.
It took 75 years for telephones to reach 50 million users. But Pokémon Go gained that many
subscribers within 19 days of its launch. (Figure 1). And two decades ago, fewer than 3% of
the world’s population had mobile phones, with less than 1% having Internet access. Today,
two-thirds have mobile phones and one third are on the net.

FIGURE 1 - THE SPEED OF DIGITAL REVOLUTION

As the world becomes increasingly interconnected, digital trends like social media, mobile
computing, analytics and cloud computing (SMAC) are fundamentally changing the way
companies operate, and sparking a proliferation of disruptive business models like Netflix,
Uber and Airbnb.
Imagine this; Uber, the world’s dominant taxi company owns no vehicles, Alibaba, a treasured
retailer has got no inventory, Facebook, the world’s most popular media owner creates no
content. Even Airbnb, a global accommodation provider, owns no real estate of its own!
Innovation and technology are the key drivers of economic prosperity. And countries that take
a leading role in the innovation ecosystem are rewarded with stronger growth, increased
productivity, and a competitive edge over their peers.
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Workforce Reskilling for the 4th Industrial Revolution
This new era, often called the Fourth Industrial Revolution – or some have labeled it, the
Big Shift – has fundamentally transformed business, the broader economy, and society.

We reproduced in this section extracts from the World Economic Forum’s 2017 white paper on
System Initiative on Shaping the Future of Education, Gender and Work2.
The way we work, the skills we need to thrive in our jobs, and the trajectories of our careers
are rapidly evolving. These changes – driven by technological innovation, demographics,
shifting business models and nature of work – are significantly altering the skills demanded by
the labour market. Such skills mismatch and skills churn have increased the need for
continuous skilling, reskilling, and upskilling throughout a person’s career.
Despite this growing need for continuous reskilling, opportunities for broad-based and inclusive
reskilling are currently not available at the appropriate levels of access, quality and scale of
supply in most countries.
Beyond issues related to the quality of, and access to, continuing education programs, there
is also a significant disconnect between the supply of learning opportunities and the rapidly
evolving demands of the labour market.
It is time to invest in enhancing the skills and capacities of all segments of our workforce, for
an inclusive and equitable future.
The short and decreasing shelf life of today’s skills, coupled with the quantity and quality of
current adult lifelong learning programs, pose particular challenges with regards to
exacerbating existing economic and social disparities.
Growing awareness of technological changes associated with the Fourth Industrial
Revolution creates a new window of opportunity for concerted action to invest in the skills
and potential of the workforce of the future of all ages.
A new deal for lifelong learning is needed globally to provide dynamic and inclusive lifelong
learning systems, to resolve both the immediate challenges and to create a sustainable model
for the future.
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Workforce of the Future
Employers face a global skills crisis that could hold back the economic promise of intelligent
technologies. Well beyond today’s talent shortages, digital innovations will continually and
rapidly alter the demand for skills in the future. Incremental changes to our education and
corporate learning systems will not be sufficient – Pierre Nanterme, Chairman & CEO,
Accenture
Emerging digital technology and automation are swiftly changing the workplace
requirements, and there is a rising demand for newer skill sets. As the proliferation of
technological advancements takes centre stage in industries the world over, global
organizations are increasingly facing the ultimate challenge of retaining talent and building a
future-ready workforce.
Organizations today are facing serious challenges which hinder their ability to achieve a
future-ready workforce, as a result, affect their business performance.
Skill Gaps - By 2020, management consultancy firm Korn Ferry predicts that the technology,
media and telecommunications industries may be short of more than 1.1 million skilled
workers globally. “Modern developer skills, advanced data science and management, cloudbased skills, and artificial intelligence (AI) and machine learning are all in great demand,”
Jennifer Byrne, chief technology officer at Microsoft US, said.
By 2030, McKinsey predicts that as many as 375 million workers, roughly 14% of the global
workforce, may need to switch occupational categories as digitalization, automation, and
advances in AI disrupt the world of work
Reskilling of workers is needed – For a business to prepare for the future, find the skills
they need and get the most from their current talent pool ; they need to significantly lower the
barrier to skills adoption and create learning opportunities for every employee in the
organization through an innovative Enterprise L&D Solution.
Future workforce strategies that address training and certification, coaching and mentoring,
aligned to broader digital transformation objectives should be a board-level initiative.
Reinvent the employee ability to learn - As businesses look to instil a mindset of
continuous learning across all levels of their organizations, they need to invest more time
helping employees expand their knowledge base in a variety of different ways, including
training, mentorship, hackathons, and other creative forms of skills development.
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Future Ready Skills and Talents
Skill Shortage and mismatches have negative implications for the economy and labour
market. They can result in increased labour costs, lost production due to unfilled vacancies,
slower adoption of new technologies, and the implicit and implicit costs of higher
unemployment rates – Mckinsey

Skill Shift in the Digital Economy
This is an excerpt from a report by Mckinsey Global Institute (MGI)5 illustrating how workforce
skills will shift with the adoption automation and artificial intelligence in the digital economy.
It indicated that all technological skills, both advanced and basic, will see substantial growth in
demand given the expected growth in occupations requiring these skills including data
scientists, software developers, and systems engineers. The research suggests that the time
spent on these skills will grow rapidly as companies deploy automation, robotics, AI, data
analytics and other new technologies. It is expected that the need for advanced IT and
programming skills will be the fastest-growing by as much as 90%.
Accompanying the adoption of advanced technologies into the workplace will be an increase
in the need for workers with finely tuned social and emotional skills – skills that machines are
a long way from mastering. These skills include advanced communication, interpersonal skills,
empathy, initiative-taking, entrepreneurship and collaboration skills.

FIGURE 2 ‒ GLOBAL WORKFORCE SKILLS MODEL
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Future talents must now have multi-disciplinary skills and be thinkers and makers who can
create value rather than just add value. Technology skills are fast becoming core skills
essential to perform future jobs. (Figure 2)
Business success is no longer simply about adding new technologies. Instead, modern
enterprises must focus on fostering a new type of agile workforce, with the optimum balance
of tech and innovation skills to harness technology in a way that drives competitiveness.
From the Mckinsey report illustrates (Figure 3), an entirely new value system is beginning to
emerge for jobs of the future, one that will continue to accelerate with new trends like artificial
intelligence, robotics, and automation.
A strong grounding in digital skills is becoming a key-value or attribute sought after by
companies.

FIGURE 3 - FUTURE SKILLS NEED

SOURCE: McKinsey Global Institute workforce skills executive survey, March 2018; McKinsey Global Institute analysis
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Future Ready Talents
Organizations are grappling with the changing roles, skills and technologies necessary to be digital

While business leaders are signalling the
importance of talent to the overall success
of an organization’s digital journey, they
express concerns about their talent
readiness.
Only 49 percent of business leaders said
they already have a strategy for the
management and development of skills and
talent in a digital world. While the skills and
capabilities required in a digital age will vary
based on industry and role, there are some
factors that are broadly relevant and could
be classified as follows: (Figure 4)

FIGURE 4 ‒ FUTURE- READY TALENTS

Digital Ready - Future Ready Talent will be expected to be comfortable working with
technology, such as mobile apps, collaboration tools and data analytics technology.
As more basic tasks are automated, workers can expect to be digital ready with technology
and 21th century soft skills to take on higher-value job roles that require computational
thinking, innovation mindset, data analysis, complex problem-solving and cross culture
collaboration.
Innovative & Agile – Future ready talents must now be thinker and maker rather than just
doer. They must not only be an innovator with ability to create new value for their
organization but also has the ability to function in a more ambiguous environment in the
digital economy.
T Shaped & Multi-Disciplinary - As an organization embraces more technologies, they are
finding that virtually every job must change and that you now need T-shaped professionals
who possess multi-disciplinary skills including broad competencies and deep domain skills.
T-shaped Professionals do not just have deep skills in various vertical domains but also
broad competencies for working across these disciplines.
Life-Long Learner – The rapid pace of change in the digital age has triggered off the need
for continuous learning throughout one’s career. Job competencies will change and evolve
continuous impact by technology advancement, individual professionals would need to
continuously evolve their skill set to reflect the new developments.

© 2020 Lithan Pte Ltd. All rights reserved
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Digital Skills Domains
To future ready their career for the new digital economy, professionals would need to acquire
a core set of digital skills domains we illustrate here. (Figure 5)

FIGURE 5 - FUTURE READY TALENTS

Agile Innovations
Future ready talents need to have 21th century soft skills including agile mentality, innovation
mindset and has social & emotional skills – skills that machines are a long way from
mastering.
They must have an innovative and agile mindset able to work in an ambiguous environment
where one “Fail- Fast, Fail-Safe” for responsiveness rather than perfection.
They must possess collaboration skills to create value rather than add value. These skills
include advanced communication, interpersonal skills, empathy, initiative-taking and
entrepreneurship skills.

Data Analytics
Data is the “new oil” for the digital economy as future ready enterprise would need to be
smarter with all processes and decisions driven by data insights.
Knowing how to use spreadsheet was essential for an accountant in the past. Today, data
analytic skill has become core skills required for an accounting job role in the new digital
economy.
Future ready talents would need to possess data modelling skills and have ability to leverage
on data analytics technology for timely & intelligence decision making.
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Digital Engagement
In the digital economy, businesses need to deliver seamless customer journey and
experience with an outside-in, “Digital First” approach rather than the traditional inside-out
approach. Business are leveraging on digital technology to design, market, sell, distribute
and service its customers through digital channels.
To become part of the digital community, professionals would need to acquire digital
engagement skills to communicate with their customers and stakeholders.

Digital Technology
The scale and rapid pace of technology advancement in recent time has been unprecedented.
FIGURE 6 - TECHNOLOGY SKILLS UTILIZATION - IFDC, 2018

Professionals would need to acquire skills to augment these emerging technologies as
enterprises embed them into their businesses and workplace. These emerging technologies
include the cloud, big data, analytics, artificial intelligence, mobile/mobility, robotic process
automation, internet technology, the internet of things, 5G, Blockchain, IPV6, containerization
etc. (Figure 6)
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Reimagining Enterprise L&D
Business leaders must completely rethink how to prepare their workforces, from anticipating
the skills their organizations will need, to how they will help people learn and apply new skills
throughout their careers. For leaders looking to drive growth in an incredibly competitive and
rapidly changing business environment, investing in people is both responsible and costeffective. (Figure 7)

People now rate the “opportunity to learn” as among their top reasons for taking a job, and
business leaders know that changes in technology, longevity, work practices, and business
models have created a tremendous demand for continuous, lifelong development. – Deloitte
2019’s Global Human Capita Trends

Workforce Transformation and Trends

FIGURE 7 - THE SHIFTING OF WORKFORCE SKILLS

L&D leaders are increasingly aware of the challenges created by the Fourth Industrial
Revolution (technologies that are connecting the physical and digital worlds), but few have
implemented largescale transformation programs. Instead, most are slowly adapting their
strategy and curricula as needed. However, with technology advancing at an everaccelerating pace, L&D leaders can delay no longer: human capital is more important than
ever and will be the primary factor in sustaining competitive advantage over the next few
years.
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Workplace Learning Issues
Traditional learning alone is not enough in the modern corporate sector. The face-to-face,
one-size-fits-all training that many companies are happy to dump on their employees is
obsolete. It is now time to embrace digital transformation and deliver blended
learning. It is time for a change.- Shiftlearning.com

To support workforce transformation for the digital economy, it is imperative that conventional
corporate training would need to be realigned to keep pace with today’s VUCA environment –
Volatility, Uncertainty, Complexity, and Ambiguity.
The leaders of L&D functions need to revolutionize their approach by creating a learning
strategy that aligns with business strategy and by identifying and enabling the capabilities
needed to achieve success. This approach will result in robust curricula that employ
every relevant and available learning method and technology. The most effective companies
will invest in innovative L&D programs, remain flexible and agile, and build the human talent
needed to master the digital age.
Today’s workforce is difference from those in the past and will collide with new realities in
learners, habits, and preferences. Today employees are likely to be millennials, overwhelmed,
distracted and impatient. Flexibility in where and how they learn is increasingly important.
They want to learn from their peers and managers as much as from experts. And they’re taking
more control over their own development.
There are three major gap conventional workplace learning practices where innovative
workplace learning solutions would be required.

Relevance Gap:
More than 62 percent of the employees who have access to training believe that it has
little or no relevance to their jobs.
The traditional learning model harks back to the lectures we went through in higher education
institution. We hardly remember what we learned in these classes.
Now compare these to all the lessons you have picked up on the job, from the people who
you live, work, and play with, and on your own from travels, books, and movies. We probably
learn more when we are not consciously “learning” than when we are made to learn.
There is limited focus on application. Workers might learn from a course but if they
aren’t applying the skills or knowledge learned on a frequent basis, then it’s easily
forgotten.

© 2020 Lithan Pte Ltd. All rights reserved
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Access Gap
The corporate training model is traditionally hinged on the “push” methodology. You
drag employees out of their desks to attend training sessions. You make them sit
through long lecture sessions and endure the blah, blah, blah of the sage on the
stage.
The modern learner detests being told what to learn and how to go about it. He wants
choices and craves flexibility. The traditional model fails to take into account
individual and unique training needs and learning preferences.
Employees are compelled to attend training sessions to learn something they won’t
have to apply right away. The result: they forget most of what they had learned.

Outcome Gap
There have been so many studies done and results published insisting that one-off training
isn’t very effective. The audience participates in the class whether in-person or online and
then they’re done. These courses are created and delivered with the expectation that the
participants will not only retain the entire heap of information that’s been dumped on them
but be able to execute that new knowledge on-the-job.
Let’s look at one very telling statistic discovered by three different sources:
•
•
•

Up to 80% of new skills are lost within 1 week of training if not used (ASTD)
87% of new skills are lost within a month of the training (Xerox)
Without reinforcement, learners will likely forget 80% of training material within 90120 days. (Sales Readiness Group)

Furthermore, what these numbers tell us is that we absolutely must do more to help people
apply new knowledge. The whole point of training is to help people be better at something,
and only teaching them once is doing them a huge disservice.

© 2020 Lithan Pte Ltd. All rights reserved
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CLaaS@Work for Bridging Workplace Learning GAPS
Conventional classroom-based learning is no longer adequate particularly when it comes to
delivering the essential skills required to deliver tangible business outcome for employers.
It is also highly time invasive to an individual or an employer as it takes them away from
their home or workplace. All this means low return on investment for both employers and
employees.
Our solution to overcome the ineffectiveness of the classroom-oriented training is CLaaS.
CLaaS deliver Competency Learning as a Service and can be contextualized as CLaaS@Work
to support workplace learning for specific enterprise.
It leverages on advance education technology with innovative learning pedagogy to deliver
skills utilization at the workplace for tangible business outcome. Learners can personalise their
learning journey; learning only what they need at their own pace anytime anywhere with
alignment to their career and personal commitments.
We deliver integrated training and implementation mentoring programs to support enterprises
in developing new digital capabilities for digital engagement, tech-enabled operations, data
intelligence & modern workplace.

FIGURE 8 ‒ CLAAS ‒ COMPETENCY LEARNING AS A SERVICE

CLaaS@Work is structured to bridge 3 major learning gaps inherent with traditional corporate
training – namely Relevance GAP, Outcome GAP & Access Gap. (Figure 8)
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Competency Learning for Relevance
CLaaS is aligned around a competency-based curriculum to deliver specific skills and
competencies required by employers and the industry.
CLaaS comprises of over 20 qualifications and 100 modular training programs to future ready
business and tech professionals for the digital economy.
Our qualifications, which typically comprises of 5-6 modular, is mapped to Singapore’s national
skills framework to deliver competencies required for a specific job role. Our modular program,
which generally deliver around 40-60 hours of guided learning, will deliver specific
competencies required to perform selected tasks in a job role. (Figure 9)

FIGURE 9 - DIGITAL SKILL CLASS

For business professionals, we deliver digital skills bridging CLaaS including agile innovations,
digital business, digital marketing, digital applications & data analytics.
For tech professionals, we deliver digital skills acceleration CLaaS for keeping pace with
emerging new technologies such as full stack software development, data science, artificial
Intelligence, cloud computing, cybersecurity & digital systems.
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Work-based Learning for Outcome

70 20 10 is based on McCall's research which found a whopping 70% of learning
comes from on-the-job experience and 20% from developmental relationships.
Together, these two methods are often known as informal learning
Based on the 70:20:10 learning framework, which is widely used by training practitioners
for skills-based learning, 70% of learning occurs at the workplace through day-to-day tasks,
challenges and practice, 20% comes from social collaboration including coaching and
mentoring. Only 10% is gained through formal education taking place in the classroom.
We deliver skills utilization at the workplace by shifting the role of our faculty from that of a
“sage on stage” to a “Personal Mentor” that helps learners synthesize and apply their
knowledge. We implement work-based learning pedagogy with the adoption of the 70:20:10
learning model to deliver improved KSAs (Knowledge, Skills and Ability). (Figure 10)

FIGURE 10 - 70:20:10 LEARNING FRAMEWORK

Reflected in the 2019 Deloitte Global Human Capital Trends survey, there is a growing view
that responsibility for learning and development should be shared between workers and their
organizations, HR and the business, educations institutions and government.
In the survey, 38 percent of respondents said that they felt that L&D and the business should
share responsibility for learning ; of those who said that learning at their organization was not
currently positioned for success, 48% said that it should move to being a shared responsibility
between L&D and the business.
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This shared responsibility does more than just create joint ownership; it enables joint
accountability for success – an area that the survey suggests remains a significant gap in most
organizations. Many organizations are not linking performance incentives to their programs,
increasing the risk that their learning investments may go unused and unappropriated.

The enterprise-wide digital re-skilling and upskilling only succeed if the CEO, CHRO and
other top business executives are involved – Deloitte
We facilitate collaborative learning with learning co-ownership between learner, L&D,
businesses and education institution with peer2peer mentoring support from businesses.
Our learners progress from knowledge acquisition in the classroom to higher order skills
application and on-the-job skills mastery at the workplace using real-life projects.

FIGURE 11 ‒ JOB- FLOW INTEGRATION

We contextualize CLaaS with workflow integration via live projects implementation to deliver
workplace skills utilization for tangible business outcome. (Figure 11)
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Blended Learning for Access
The digital revolution offers the perfect technology and environment where learners could
be uniquely identified, learning content be specifically presented, and progress can be
individually monitored, supported and assessed. We have the technology that permits
individuality again. Therefore, more than just digitizing education for mass delivery using
technology, we need to use technology as an enabler to move beyond pure standardization
on the one hand and costly customization on the other towards the concept of mass
customization to optimize return on lifelong learning investment.
We deliver personalised learning journey with our EASE Blended learning delivery
methodology. Our learning programme is broken into bite-sized learning components and can
be stacked together like Lego bricks to deliver various learning outcomes. These learning
components or objects are self-contained items, which can be tagged, combined, or
sequenced to form longer learning interactions. Individuals can therefore arrange these
learning objects into learning sessions that form their own learning journey depending on their
personal needs and preferences. (Figure 12)
FIGURE 12 - BLENDED LEARNING FOR ACCESS
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Learners involved in self-directed ‘bite-sized’ learning, participate in live learning activities such
as flipped classes, tutorials and expert sharing. Get online and on-campus support, including
personalised mentoring and peer to peer learning. Get evaluated on your progress via
continuous online and offline assessments.
With EASE, an individual can personalize their learning journey for a non-invasive, just-enough
and just-in-time learning. Learners can learn only what they need at their own pace any time
anywhere with alignment to their career and personal commitments.

FIGURE 13 ‒ CLAAS@WORK - WORKPLACE LEARNING AS A SERVICE

We contextualized CLaaS to support CLaaS@Work for specific enterprise to deliver skills
utilization at the workplace for improved business outcome. (Figure 13)
Our integrated training and implementation mentoring programs support enterprises in
developing new digital capabilities for omni-channel marketing, tech-enabled operations,
intelligence business, secured modern workplace.
Our CLaaS@Work supports digital Learning & Development at the workplace with
contextualized curriculum, on demand mentors and learning technology as a service.
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Lithan – Digital Skills Accelerator
We are a peer2peer digital learning and talent platform with a mission to develop futureready talents and enterprises for the new digital economy.
We connect higher education students, working adults, enterprises, industry practitioners,
and Institutes of Higher Learning to mitigate mismatches in supply and demand for digital
skills and talents across Asia.
We disrupt traditional class with CLaaS®, which stands for Competency Learning as a
Service, and leverages on innovative applied learning pedagogy with advanced education
technology to support digital skills acceleration, workplace digital upskilling, just-in-time
talents development and enterprise digital transformation.
We have a proven track-record of delivering tangible skills outcome for learners and
enterprises alike, serving over 20,000 learners and 2,000 enterprises with above 90%
completion rate.
We are recognized for our learning innovations with local and international awards including
the Microsoft Global Learning Partner of the Year Award (Finalist), Pearson’s College of the
Year (Bronze) Award in Asia, and IAL’s (Institute for Adult Learning Singapore) innovPLUS
Flame Award, amongst others.
Lithan is an accredited digital skills academy from Singapore with presence across ASEAN
and the Indian subcontinent. Its Singapore office is Edutrust certified by the Council for
Private Education (CPE), a government agency that regulates private education in
Singapore. It is also a Centre for Continuous Education and Training (CET) appointed and
certified by SkillsFuture Singapore (SSG), a government body under Singapore’s Ministry of
Education. We are also accredited training centers for Pearson BTEC and Scottish
Qualifications Authority.
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