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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—come
into play. As a learning professional, you can develop a learn-

ing board strategy for your organization that engages employees’
knowledge and helps reduce the struggle with content overload.

In this issue of TD at Work, we will detail:
The what and why of learning curation
Ways to get started with content curation

How to build an intelligent curation mindset
Strategies to shape your learning board process
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e live in a world
that is constantly
on the move, get-
ting faster and
more technology
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* Reasons learning board governance is imperative and

how to create such oversight

The What and Why of
Learning Curation

In today’s work environment, L&D professionals face sev-
eral 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 competi-
tive growth. Those challenges have become even more
visible because of increased demands for regular upskill-
ing and reskilling.

For several years, the solution to skilling was to lever-
age learning experience platforms. 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

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 knowledge.
However, learning boards are focused on aware-
ness and basic knowledge, whereas complex
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 appren-
ticeships, curriculums, and programs. Learning
boards can also serve as references or job aids.
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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
situation? How does the information work within organi-
zational systems and processes?

Learning boards, however, can go a long way in pro-
viding a solution to those challenges. They focus on
providing high-value content in a narrowly defined skill
or topic area that is contextually and organizationally
relevant. Companies that have had 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 effec-
tive because they provide a deeper level of relevance to
learners. Note, you are not developing only one learn-
ing board but rather a series based on roles, jobs, skills,
knowledge, or content. There are no limits to how many
you can build as long as you focus on what is contextu-
ally and organizationally relevant to learners.

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 company
is trying to solve. You probably also have task analysis
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 employ-
ees 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 online content that will be
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There are no limits to
how many learning

boards you can build.

beneficial as you pursue developing learning boards. You
need content relevant to the tasks individuals in spe-
cific 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?

* What are the moments when employees are in
transition and are looking for information, such
as onboarding, preparing for a promotion or
newly promoted, 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

framework 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 learn-
ing boards within their learning management system,
learning content management system, or LXP. Some
organizations may also consider using SharePoint or
even Excel to outline their learning board content.
Although LMSs often get a bad name, they are the
source of truth for organizational learning because they
offer you the ability to administer, document, track,

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, modernize 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 to
generate, house, and deliver highly targeted content at
the point of need. To gain insights from other compa-
nies, Consumers Energy reached out to members of the
ATD Forum, a consortium of more than 60 companies
that provides a confidential 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 used to
address similar challenges with developing and housing
targeted content for learners. Forum members 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 out-
standing results.

Next, Consumers Energy used a formal connec-
tion and benchmarking process to poll Forum mem-
bers 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.
The approaches were different in design, delivery,
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.
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