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 W
e live in a world 
that is constantly 
on the move, get-
ting faster and 
more technology 

enabled. While technology has em-
powered us to access information more 
readily, it also has provided too much 
material for learners to wade through. 
That has led learners to face cognitive 
overload with the depth and breadth of 
information presented to them. 

To be effective and productive, learners need access to the 

right information at the right time and with the right context. 

That is where learning boards—also known as learning pathways, 

learning programs, and curriculums, among other terms—and 

talent development professionals, plus colleagues they enlist to 

help, come into play. You can develop a learning board strategy 

for your organization and reduce some of the human struggle 

associated with content overload.

In this issue of TD at Work, I will detail:

• The what and why of learning curation

• Ways to get started with content curation

• How to build an intelligent curation mindset
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• Strategies to shape your learning board process

• Reasons learning board governance is imperative and 

how to create such oversight 

The What and Why of 
Learning Curation

In today’s work environment, as L&D professionals, we 

face several challenges, including keeping our learning 

content current and fresh, ensuring we get it in front of 

learners in a timely fashion, and supporting the business’s 

competitive growth. Those challenges have become even 

more visible because of increased demands for regular 

upskilling and reskilling. 

For several years, the solution to skilling was to lever-

age learning experience platforms (LXP). With an LXP’s 

built-in aggregation and recommendation engines based 

on tagged information—for example, keywords, metadata, 

and skills—learners can find more targeted information 

and take the next developmental step in their learning 

journey. Unfortunately, if they don’t have context for how 

the developmental resources pertain to the organization 

or their role, the information can only be so useful. While 

LXPs can provide targeted resources, the systems miss 

offering organizational context—for example, they may 

offer “first-level manager” as a keyword but not outline 

the expectations for that manager. Additionally, both you 

and learners end up in a search engine conundrum—too 

much content, competing topics, and an abundance of 

data. How does the information apply in a particular situ-

ation? How does the information work within organiza-

tional systems and processes? 

Learning boards, however, can go a long way in provid-

ing a solution to those challenges. They focus on pro-

viding high-value content in a narrowly defined skill or 

topic area that is contextually and organizationally rel-

evant. Employers that have met with success with learn-

ing boards focus on key skills and topics that are in high 

demand or support critical business initiatives at the 

awareness and knowledge level. Learning boards can also 

be role specific, making them even more effective because 

they provide a deeper level of relevance to learners. Note, 

you are not developing only one learning board but rather 

a series based on roles, jobs, skills, knowledge, or content. 

There are no limits to how many you can build.

A good way to begin your journey with learning boards 

is to leverage your peer community and learn from other 

organizations’ success. 

Content Curation

Getting started with learning board curation is easier 

than you may think. You already conduct needs assess-

ments to understand the challenges that your employer 

is trying to solve. You probably also have task analy-

sis data available to aid in that endeavor. Further, you 

likely have a competency and skill framework that you 

have mapped to roles to understand how and where 

employees work—for example, whether they have access 

to a computer or other device where they can retrieve 

learning assets as needed. You also have access to job 

descriptions; the Occupational Information Network 

(O*NET), a free online database containing occupa-

tional definitions; and other outline content that will 

be beneficial as you pursue developing learning boards. 

Learning Boards Vs.  
Learning Design

At first blush, learning board curation can sound 
a lot like learning design. Both require a focus on 
uncovering the problems that need to be solved 
and providing opportunities to build knowl-
edge. However, learning boards are focused on 
awareness and basic knowledge, whereas com-
plex knowledge and application are required for 
learning design. Rather than seeing curation and 
learning design as two opposing forces, look at 
them as complementary approaches to solving 
organizational and learning challenges. While 
learning design centers more on program and 
initiative design, learning board curation targets 
content to a specific skill, role, or topic, which can 
serve as a springboard or prerequisite to deeper 
learning opportunities, including apprenticeships, 
curriculums, and programs. Learning boards can 
also serve as references or job aids.
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You need content relevant to the tasks individuals in 

specific roles perform, along with the skills, knowledge, 

and abilities required of them. For example, for a train-

ing and development specialist, O*NET lists instructing, 

active listening, and monitoring as some of the necessary 

skills. Oral expression and comprehension and written 

expression are two noted abilities. Work activities include 

training and teaching others, gathering information, and 

thinking creatively. 

To create learning boards, take the data from those 

sources, arrange it, and focus on getting curious about the 

information within the context of the employee experience. 

• When are employees most open to, in need of, or 

available to participate in training? 

Case Study: Learning From Others 

When public utility company Consumers Energy 
started on its journey with learning boards, it aimed 
to refresh its learning assets portfolio, modern-
ize the format and delivery processes, and ensure 
the content remained current. The company also 
wanted to build an infrastructure and process that 
would enable it could generate, house, and deliver 
highly targeted content at the point of need. To gain 
insights from other companies, Consumers Energy 
reached out to members of the Association for 
Talent Development’s ATD Forum, a consortium of 
more than 60 companies that provides a confiden-
tial environment for exploring and sharing innovative 
talent development practices. 

Through Forum discussions, Consumers Energy 
gained a deeper understanding of the assets and 
approaches that other organizations had leveraged 
to address similar challenges with developing and 

housing targeted content for learners. Forum mem-
bers offered promising solutions, and Consumers 
Energy was able to connect with an organization that 
had been using a learning board approach for almost 
a decade with outstanding results. 

Next, Consumers Energy used a formal con-
nection and benchmarking process to poll Forum 
members about how to leverage targeted content. 
More than 20 companies participated and offered 
various names for learning boards, such as learning 
pathways, playlists, knowledge boards, and learning 
channels. These lists were different in design, deliv-
ery, and measurement. 

Through the discussions and survey, Consumers 
Energy was able to accelerate its understanding, gain 
clarity on processes, and save time and resources by 
moving past trial and experimentation and directly 
into implementation. 

There are no limits to 
how many learning 
boards you can build.

• What are the moments when employees are in 

transition and are looking for information, such as 

onboarding, preparing for a promotion or newly pro-

moted, starting a new project? 

• What modalities are available to deliver a learning 

board?

• What learning modalities do workers prefer?

Armed with that information, begin to build the 

frame work for your learning boards, which will help 

inform your approach. 

Exploring Technologies
While it is tempting to purchase shiny new technology 

when undertaking a new learning initiative, learning 

boards don’t need complex or cutting-edge technolo-

gies to get the job done. Many L&D teams host learning 

boards within their learning management system (LMS), 

learning content management system (LCMS), or LXP. 

Some organizations may also consider using SharePoint 

or even Excel to outline their learning board content. 

While LMSs often get a bad name, they are the source 

of truth for organizational learning because they offer 
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you the ability to administer, document, track, report, 

and deliver content to learners. An LCMS provides addi-

tional flexibility for creating, managing, hosting, and 

tracking digital learning content—a one-stop shop for 

digital learning. A benefit of using an LCMS for building 

your learning board is that it can do a first-pass curation 

of your existing content. If you decide to build learning 

boards within your LXP, you will be able to bring together 

content from a wide range of internal sources as well as 

external sources, such as YouTube, online magazines, 

and other resources as well as from subscription content 

providers such as Skillsoft, Coursera, Udemy, LinkedIn, 

BizLibrary, and others. 

Building an Intelligent Curation Mindset
To pursue this new approach to instructional asset 

development, you must have a curation mindset, a  

laser focus on being curious about learners and the 

problems they are trying to solve. “Curation without  

curiosity is just a list,” says educational technology 

expert Elliott Masie. 

Curiosity leads to asking necessary questions to 

ensure that the information you assemble is applicable 

and sticky:

• Why do learners need to know this content?

• Where will the content come from?

• Where and how will they use it?  

• What will learners be able to do differently because of 

what they learn? 

• Why is it critical that they learn and apply this informa-

tion immediately? 

Once you understand the answers to those questions, 

you can break content down into targeted and manage-

able chunks to address the need. Curation can focus on 

competencies—behaviors, skills gained through training 

and experience, and ways people act or conduct them-

selves at the corresponding information and knowledge 

level. Consider the business acumen skills that a C-suite 

executive needs versus those of a first-time manager.  

Development Process

The development process involves collecting information 

and engaging with learners. The acronym CURATE sums 

it up well: 

• Collect best-in-class content.

• Understand key skills and topics to address.

• Reveal the relevance and context. 

• Act with an Agile development attitude.

• Take a targeted approach.

• Engage individuals and build communities.

For many organizations, curation comes in the form 

of content aggregators and recommendation engines that 

are presenting information to learners based on keywords 

and skills. That approach requires that individuals know 

what keywords they should use to find the intended infor-

mation, which is difficult for those who are just starting to 

explore a topic or concept. After all, we don’t know what 

we don’t know. 

If you have invested in adding organizational roles 

into your content aggregators, you have the additional 

ability to highlight content based on similar job func-

tions. However, that can only go so far, and learners often 

undermine the content’s purpose by searching for what 

they are interested in doing on a personal learning basis 

rather than the learning you have designed for them. For 

example, a senior manager may search for technology if 

they are fond of new gadgets rather than choosing perfor-

mance management, which you would prefer they learn. 

Learning boards by nature overcome the keyword 

shortfall. Clay Shirky, vice provost of educational tech-

nologies at New York University, famously quipped that 

curation comes up when search stops working. It solves 

the problem of filter failure. So, by leveraging the power 

of curation in the form of learning boards, you go beyond 

collecting content based on keywords to digging deeper 

to identify content that connects and aligns with the 

perspectives and strategy of the business, job func-

tions, roles, and key challenges or opportunities that 

exist. Marketing specialist Guy Kawasaki points out in 

the report The Art of Social Media: Power Tips for Power 

You must have a  
curation mindset.
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Curation Dos and Don’ts 

Do Don’t

 ✓ Leverage the full capabilities of your learning man-
agement system and learning experience platform, 
staying current on recent releases and using inherent 
search parameters.

 ✓ Understand your learners, such as their format 
preferences.

 ✓ Embrace formats that make consumption easier, such 
as podcasts, videos, and short articles.

 ✓ Develop a curation framework that provides context, 
connections, and content.

 ✓ Ensure users don’t encounter sign-ups or paywalls 
when accessing learning board content. 

 ✓ Be laser focused on the skill or topic.

 ✓ Have a governance process or model and hold true  
to it.

 ✓ Focus on metrics of use and engagement.

 ✓ Use or find existing content sources.

 ✓ Celebrate successes and communicate them to the 
appropriate stakeholders.appropriate stakeholders.

 ✗ Get caught up on the technology. Instead, use what 
you have.

 ✗ Assume you know how and where individuals want  
to learn. 

 ✗ Use lengthy content or content that is difficult to 
engage with. 

 ✗ Focus on adding more. Instead, focus on adding more 
targeted assets.

 ✗ Build what already exists, either from internal or exter-
nal sources.

 ✗ Assume the learner needs to know everything.

 ✗ Make L&D the sole owners. Rather, create a commu-
nity of curation with an individual or team responsible 
for analyzing, refining, and providing governance

 ✗ Focus on completion data.

 ✗ Attempt to develop all the content.

 ✗ Get discouraged if you have setbacks. Learning  
boards have a learning curve for both the curator  
and the learner.

Users, “Content curation involves finding other people’s 

good stuff, summarizing it, and sharing it. Curation is a 

win-win: you need content to share … and people need 

filters to reduce the flow of information.” The challenge 

of curation, however, is understanding what that “good 

stuff” is that will enable employees to excel. 

Understand Key Skills and 
Topics to Address
Given the pace of our world today, the skills and knowl-

edge people need to be successful are evolving quickly. 

According to the Udemy article “The State of Learning 

and Development in 2021,” in 2020, an average 38 percent 

of the workforce was being skilled or reskilled. In some 

industries, the need to reskill was as high as 66 per-

cent, according to the 2021 LinkedIn Learning Workplace 
Learning report. The World Economic Forum calls out 

that future business needs will require more reskilling as 

advancing technology alters jobs. Additionally, employee 

resignations are compounding the need for the existing 

workforce to take on new roles in shorter timeframes. 

Learning boards can serve as a stopgap between fully 

skilled and new workers assuming open roles.

Beyond staff filling vacant roles, WEF estimates that 

42 percent of the core skills required for existing roles will 

change in the next two years. Those skills will be most 

prevalent in these professional areas due to their growth 

potential: care (health, fitness, and social services roles); 

engineering and cloud computing; sales marketing and 

content; data and artificial intelligence; green jobs and 

renewable energy; people and culture; and specialized 

project managers.

And the ongoing resignations in the US are fur-

ther affecting that need for upskilling, specifically for 

Learning boards by 
nature overcome the 
keyword shortfall.
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mid-career employees and the tech and healthcare 

industries. To minimize turnover and prepare new hires, 

employers will need to focus on additional skilling oppor-

tunities that workers need. 

According to software company Amdocs’ report 

Workforce of 2022: Reskilling, Remote and More, 90 percent 

of full-time US workers who responded consider strong 

training and upskilling programs an important benefit of 

prospective employers. That number increases to nearly 

100 percent for tech workers. By all indications, the Great 

Resignation phenomenon is not only continuing but accel-

erating. That will provide considerable need for talent 

development professionals to retool the workforce—both 

current and incoming workers—with new skills.

Development is quickly becoming a nonnegotiable for 

organizations. You as well as leaders and managers need 

to ensure you are supporting learners in identifying the 

most important skills to learn and providing training at the 

right time, with the right context, and the right degree of 

focus. Those parameters make learning boards the ideal 

choice. Learning boards also reduce the amount of friction 

in the learning process. How many times have you needed 

to address a skill shortfall but found the content to be 

too long, lacking the organizational context, or too future 

focused to be of value? Thanks to technology, learning 

boards are the new job aids or performance support tools 

in the workforce. 

Reveal the Relevance and Context
Companies that have been successful with learning 

boards focus on curating for skills and topics that are 

a priority for the business or organizational roles. As 

Maria Popova, author of the Brainpicker blog, states: 

“Curation is more than packaging—it is to help readers 

discern what is important in the world.” Good learning 

board design identifies the content learners need and 

provides it before they search for it. That saves learners 

time and ensures they have the necessary information 

for the work challenge. 

Curation not only helps discern what is most impor-

tant but also supports how individuals learn. The brain 

work best when it can answer the question of why some-

thing is significant and make connections between infor-

mation. When learners see information that is relevant to 

them, the brain sends signals to the amygdala, effectively 

tagging the information for storage. When you position 

learned content in the context of how that information fits 

into a larger schema, learners’ brains connect that infor-

mation to prior knowledge. 

Reduce Cognitive Load
Curation has the additional benefit of reducing cogni-

tive load, which is how much of the brain uses its work-

ing memory to process information. When individuals 

experience too much cognitive load, they are unable to 

Information Processing Model 

Encoding

Retrieval

Sensory  
memory

Forgotten

Incoming 
information

Long-term 
memory

Working 
memory

Forgotten

Rehearsal

Adapted from the Atkinson-Shiffrin Model, Richard Atkinson and Richard Shiffrin, 1968
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process information as efficiently as they typically would. 

Cognitive load consists of three types of memory: 

1. Intrinsic, the inherent effort associated with a spe-

cific topic

2. Extraneous, the way the information is presented, 

which can make it easier or more difficult to absorb 

3. Germane, the work we put into creating a perma-

nent store of the information we have learned

As people engage with information, it moves through 

their sensory memory—how they hear and see the  

information—before it moves into their working memory 

and then, if they haven’t forgotten it, into their long-

term memory.  

Provide Organizational Context
If information is too complex or doesn’t connect to exist-

ing knowledge, learners are more likely to forget it. The 

human brain will process information that lacks context 

and relevance as nice-to-know information and then lose 

it. For example, new technologies such as the cloud and 

5G may be interesting. However, without the additional 

context of how those technologies relate to the organi-

zation’s strategy, products, and/or services, individuals 

may not engage in learning about them or in making the 

connection to their work. Both are necessary to retaining 

the information. 

Learning boards provide a means to help learners 

more effectively manage their cognitive load by structur-

ing content to address questions such as: 

• To what skill or competency does this topic relate?

• What proficiency do I need to work toward? 

• What is the organizational context around this topic? 

• What is most critical for me to know?

By addressing those questions, you reduce problem 

space, or the gap between individuals’ current awareness 

and knowledge and the desired goal. Providing the orga-

nizational context for a particular topic or skill is critical 

to ensuring information sticks with employees. By curat-

ing information in one place based on such factors as 

key word or role, learning boards will expeditiously guide 

learners to the content they need.

One successful strategy for curating content is to tell 

a story. Learners will relate better to content in a story 

fashion, especially if that story is relevant or aligns to pre-

vious work experiences. Vanessa Boris, learning design 

and media solutions at Harvard Business Publishing, 

writes in the Harvard Business Publishing Blog that stories 

connect and inspire individuals and make learning sticky. 

She says, “Stories about professional mistakes and what 

leaders learned from them are another great avenue for 

learning. Because people identify so closely with stories, 

imagining how they would have acted in similar circum-

stances, they’re able to work through situations in a way 

that’s risk free.”

Act With an Agile Development Attitude
Employers that have been successful with learning boards 

have embraced Agile approaches focused on adopting 

a clear, simple, and easy-to-follow process for develop-

ing resources. Through the process, curators can quickly 

pull together content and publish the board without being 

bogged down in administrative processes or reviews. 

A hallmark of high-performing learning board imple-

mentation is democratization of the learning process—that 

is, enabling individuals outside of the L&D team, such as 

subject matter experts and leaders, to create content; set-

ting ownership with a small team empowered with the 

authority to manage the process; and training curators in 

mindset and best practices. 

Additionally, take a continuous improvement approach 

by adopting a cycle for reviewing and updating content. 

Learners may frequently access learning boards. Without 

fresh, current content, learners may lose confidence in 

the learning board content and stop interacting with it. 

Take a Targeted Approach 
As part of the curation process, focus on the most rel-

evant information to share with learners. It is easy to 

provide more than is necessary, and that can lead to 

Curation discerns what is 
most important and also 
supports how individuals 
learn.
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Figure 2. Learning Board Example

Manager Development for a Hybrid Work World 
LEVEL 1

“What’s Different” video (4:35 min)    

“Building Successful Hybrid Teams (Back to Work, Better),” HBR IdeaCast, Episode 811 (27:26 min)

“How to Manage a Hybrid Team,” Harvard Business Review

“5 Tips for Leading Effective Hybrid Teams,” Forbes

Conversations With Direct Reports Job Aid

Management Style Reflection Questionnaire

“What Is Proximity Bias and What Is It Doing to Your Company?,” Globalization Partners Blog

“Overcoming Proximity Bias in a Hybrid Workplace,” Owl Labs

Share AchievementsNeed Help?

6 ratings

2.5 HOURS 
DURATION25%

learner frustration. Begin with existing training analysis, job 

descriptions, or organizational needs. The more you can 

target the content for the learning board, the easier it will 

be for learners to access relevant information and have a 

better user experience. Use job titles or roles to focus the 

content to specific business needs. 

Engage Individuals and Build Communities
As L&D professionals, we have our hands full with upskilling 

staff. With learning boards, you don’t need to be the sole 

content creator; instead leverage a network of individuals 

with domain-specific knowledge to build the boards. That 

helps build a learning culture. 

Learning boards are opportunities for organizational 

talent to share their expertise and build their personal 

brand in a real-time fashion. Good candidates for curating 

learning boards are individuals who are looking to position 

themselves for new opportunities or grow their career in 

different directions. 

Tapping the additional capabilities of learning experi-

ence platform (LXP) groups—that is, employees grouped  

by business team or job family—organizations can build 

communities and social engagement where learners can 

discuss what they’ve learned, share additional resources, 

and build their networks. 

Content curation opens up the expertise of everyone in 

your organization and builds a community of knowledge, 

not just information. Suddenly you have individuals who are 

actively identifying best-in-class assets, reinforcing their 

own learning, and elevating their own personal brand.
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Establishing Learning 
Board Governance

For learning boards to remain usefulness and effective, it 

is imperative to have a team dedicated to the project and 

to establish guidelines that outline the process for such 

aspects as content updates content providers. 

Learning Board Team
As best practice, establish a team of individuals in roles 

that support the learning boards’ architecture. 

Curator: This individual has ultimate responsibil-

ity for creating and maintaining the learning boards. 

This can be a part-time role in conjunction with exist-

ing roles, but it is imperative that the person filling the 

role fully understands their responsibilities and makes 

adequate time to keep content current. As noted before, 

building learning boards and leaving content static with-

out review will lead to learners not using them.

Contributors: These individuals are trained as cura-

tors and are clear on the specific focus or skill area. 

Contributors are a cadre of regular providers to the 

learning boards. While the curator should have the final 

say regarding the curation, input from a larger audience 

ensures adequate content as well as timely and relevant 

information. Expanding and recruiting contributors is 

important to the program’s success.  

Editor: This individual, or a team of editors, accesses 

the learning boards’ content to verify it has met the 

guidelines, such as being relevant, contextual, and  

targeted and having a short duration. The editor can 

also identify connection points where the business 

could use the learning boards to support organizational 

initiatives and programs. They and the curator must 

work closely to maintain the correct context during 

revisions. While the curator could also serve as the 

editor, we recommend keeping the roles separate for 

better clarity of the roles.

Maintainer: This individual, or team of individu-

als, regularly assesses the data and feedback associated 

with the learning boards, including usage and content 

age. Normally this role may reside within the learning 

management team or LXP team if separate from the core 

program board team.

Governance Framework
For the learning board governance framework, develop 

knowledge management governance approaches for:

• Training curators

• Presenting content to the learner

• Considering the depth and breadth of content

• Collecting feedback

• Maintaining content

Train Learning Board Team Members
To ensure sustainable success, all individuals of the 

learning team need to be trained on how to effectively 

curate content. A number of vendors, including LinkedIn 

and Udemy, have teams that are formally trained to 

curate content based on the insights they gain from 

their clients. Use webinars, bootcamps, and accelerator 

programs and cover such topics as developing the cura-

tion mindset, the curation platform (commonly an LXP), 

tagging capabilities and requirements, organizational 

resources or available subscriptions, the governance 

approach and refresh schedule, and the importance of 

context and relevance to learning.

You must teach the curation mindset. As American 

writer and podcaster Merlin Mann notes, “A great curator 

is somebody who pays attention well and gives you con-

text for understanding why you might want to pay atten-

tion to it.” 

With vendors moving to continuous delivery models 

for their learning platforms, it is important to ensure that 

team members are aware of and effectively using the 

capabilities of the chosen platform to get the appropriate 

content to the learner. They should know what organiza-

tional resources and subscriptions are available and how 

to link to portions of that content. For external content, 

Focus on the most 
relevant information to 
share with learners.
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team members need to ensure they are not linking to 

content that is behind paywalls or subscriptions. Instruct 

them how to tag the learning boards and content with 

skills and metadata tags. 

Present Content to Learners
For many organizations, an LXP can be a great tool for 

building learning boards because it has built-in capabili-

ties for tagging topics and skills. Many likewise have exist-

ing curated content to jump-start your efforts. Leverage 

the default skills inherent in the system or customize 

them to your organizational skills and competencies. For 

those just starting out, we recommend pursuing the easi-

est path until you polish your skill set. Don’t take on too 

much too fast or you risk less-than-optimal performance 

and use of the learning boards.

Consider the Depth and Breadth of Content
Educate team members about the fundamentals of how to 

curate, how the brain processes information and learns, 

and how to maintain a laser focus on best-in-class content 

that minimizes the gap between current knowledge and 

the desired level of awareness. They will then find content 

that provides context and relevance and reduces cognitive 

load. More is not always better—focused content perti-

nent to the job, task, or role is more useful than a long list 

of resources. More content also requires more of a time 

commitment and maintenance to ensure content remains 

relevant and isn’t outdated.

Research by professors Richard Mayer and Roxana 

Moreno shows that individuals learn more effectively 

when they leverage both their visual and auditory systems. 

For example, rather than a learner reading an article on a 

topic, they could watch a short video of an individual talk-

ing through a diagram of the content. That would reduce 

cognitive load. Successful learning boards employ all 

modalities—reading, video, audio, simulations, exercises, 

job aids, and on-the-job assignments.

Collect Feedback
As learners engage with learning boards, gather their 

input via qualitative and quantitative measures. Qualitative 

feedback can come in the form of end-of-pathway sur-

veys or quarterly focus groups. Ask learners about the 

resources they’ve accessed and completed from outside 

content providers. If your LXP or LMS has the capacity to 

provide ranking or ratings, consider activating those to 

track employee experiences; use them for marketing the 

content to others within the organization. In similar fash-

ion, many websites offer thumbs up/thumbs down ratings 

for their content. To gain insight into what works, what 

doesn’t, and opportunities for improvement, survey or 

informally ask users these questions after they have com-

pleted a learning board:

• How would you rate this learning board?

• How would you rate the specific content?

• Do you understand this skill or topic as a result of 

accessing the resources on this learning board?

• Do does this skill or topic apply at our organization?

• Do you see how this skill or topic applies to the work 

you do?

Qualitative feedback can come in the form of usage 

metrics, including total and unique users, pathway 

completions, and related data. Vendors that provide 

Case Study: Pairing Learning 
and Social Connections

At Accenture, a global information technology 
company, learning boards have become an inte-
gral part of its learning culture, democratizing the 
learning process. The company offers content 
on key business and behavior topics in an engag-
ing format that employees can access online or 
through a mobile app. Each learning board con-
tains an introductory article or video that provides 
the context and relevance and then features a mix 
of videos, blogs, e-book excerpts, podcasts, and 
other short content items. 

Additionally, Accenture has built a social aspect 
into it learning culture. Employees can interact 
with others by following, commenting, endorsing, 
and contributing to the learning boards. That has 
led to substantial organic growth in both workers 
sharing the learning boards and in inspiring indi-
viduals who want to grow their brand and elevate 
their visibility to become a curator. 
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materials across key organizational topics train their 

teams to curate based on the insights they gain from 

their clients. For example, if there is an increase in 

searches for a particular topic but little engagement 

with existing content, employers can see gaps that cura-

tion can fill. As a result of those insights, the curator 

can expand or reduce specific learning boards, add new 

ones, or close out unused ones. 

Maintain Content
Develop a clear and easy-to-follow content maintenance 

strategy that involves reviewing feedback, retiring out-

of-date content, and adding new content when needed. 

Also keep a comprehensive inventory of your learning 

boards, their content—such as titles, authors, sources, last 

updates—and any overlap or duplication across boards. 

Ensure that resources on the learning board are still appli-

cable to organizational goals and mission.

Conclusion

Learning boards have the potential to address many key 

challenges for employers—providing highly curated and 

relevant content, building organizational awareness and 

knowledge on key topics and skills, building an organiza-

tional learning culture, and freeing up L&D resources to 

focus on designing learning experiences at deeper knowl-

edge and application levels. Learning boards add one more 

tool to your learning portfolio. Further, learning boards 

support a 70-20-10 learning approach providing compo-

nents to each of the three domains of learning. In other 

words, learning boards can both trigger and integrate with 

other learning modalities to meet learners where they are, 

starting them on their journeys and continuing to support 

the learning experience.

Organizations that have adopted learning boards as a 

core part of their learning modalities have seen tremen-

dous results. Consumers Energy, for example, has more 

than 125 different job-specific program boards built into 

its LMS. At Accenture, learning boards are a standard 

part of the content architecture with more than 100,000 

unique followers to the more than 1,500 learning boards. 

Just as is the case of any development solution, learn-

ing boards can’t solve all your learning needs, but they are 

excellent tools for building awareness and knowledge on 

core skills and topics. 

Learning boards are 
excellent tools for building 
awareness and knowledge 
on core skills and topics.
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Stakeholder Discussion Preparation Worksheet

Use this worksheet to prepare for discussions with business leaders and stakeholders. For many of the questions, you will 
likely be able to pre-populate the responses and validate them as part of the discussion. 

Exploring Learning Board Opportunities and Structure
• Discuss and educate stakeholders about learning boards and their importance to the learning culture.
• What are key moments that matter in the employee experience—such as onboarding, moving to a managerial posi-

tion—that we can support through learning boards? 
• When are employees most open to or in need of and what is available for learning?
• Can we slowly and steadily offer content on a topic or skill in advance of or coming out of virtual or in-person training?

Notes: 

Understanding Skills to Develop
• What are key skill areas we need to develop within a particular group, department, or business unit?
• What are key skills we need across our organization?
• Do we require knowledge components prior to teaching skills?
• How quickly do we need to develop these skills?
• What is the complexity of the skills? 
• What do we want individuals to be able to do with the skills? 
• What common problems can we address by offering learning materials to change behavior?
• What just-in-time needs can we address?

Notes: 
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Stakeholder Discussion Preparation Worksheet (Cont.)

Identifying Content
• Do we have existing content that we can adapt for the learning board?
• From where can we source the content, such as subscriptions, online resources, internal videos or job aids?
• What experts do we have in these skill and content areas? 
• Who is enthusiastic about learning this skill? 

Notes: 
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Intelligent Curation Checklist

Use this checklist with the learning board team members to ensure that they are curating content for the learning boards 
that provides the right information at the right time with the right context. Team members should answer “yes” to most of 
the questions. If they are answering “no” to more than three questions, that indicates they need to have a discussion with 
the governance team about how to update or improve the learning board. 

Yes No

❏ ❏ Does the learning board provide organizational context?

❏ ❏ Does the learning board spell out the relevance to the target learners? 

❏ ❏ Does the learning board title accurately convey its use and content?

❏ ❏ Is the content focused on one skill or topic?

❏ ❏ Is the content recent? Note: This will vary depending on the topic; revisit the content at regular intervals 
to ensure it remains applicable. 

❏ ❏ Is the business prepared for self-directed learning? Are learners willing and able to take ownership of 
their development via a learning board?

❏ ❏ Does the organization’s technology support robust learning boards, including maintenance and  
search capabilities?

❏ ❏ Is the content from trusted sources?

❏ ❏ Is the content easily accessible and not behind a paywall or requiring registration? 

❏ ❏ Is the learning board tagged with keywords?

❏ ❏ Is the learning board tagged with the associated skills and competencies?

❏ ❏ Is the standard evaluation survey included at the end of the learning board? 

❏ ❏ Have you added reminders to your calendar to review the content in two to three months? 
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Content Curation Source Tracking Sheet

Use this tracking sheet to both brainstorm content sources as well as track the content you and the learning board team 
include in a given learning board. This will serve as a resource when reviewing content in the future to ensure the accu-
racy and timeliness of materials.

Learning Board: 

Source Name Content 
Type (video, 
blog, article, 
podcast, etc.)

Publication 
Date

Objective Date 
Added to 
Learning 

Board

Notes
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