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Studies show that a culture of continuous learning in the 
workplace creates huge advantages for organizations. Today, 
companies seek to hire employees who know how to learn 
and find appropriate solutions to challenges. They feel that 
employees who have a thirst for knowledge and learning are 
the most creative and innovative. Companies who recruit, 
retain, and foster talent based on this focus do significantly 
better than those who don’t.

To achieve the mandate of continuous learning and create a 
culture that supports it, organizations must have Learning and 
Performance Ecosystems in place. These ecosystems can 
improve employee learning habits and drive continuous 
learning in the workplace. 

The concept of Microlearning can function a great catalyst in 
this situation.

Preface
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In this eBook, I show you how exactly you can use 
Microlearning to sustain continuous learning – for formal, 
informal, and just-in-time learning. Specifically, I outline 
how you can use Microlearning to successfully offset the 
challenges of the hybrid workplace (notably, learner 
disconnect with training or lack of engagement during 
learning) and build high-performing teams that learn on the 
go and continuously invest on learning, practice, and 
application. 

Read on!



5

Table of Contents

How to Build Employee Learning Habits and Drive 
Continuous Learning with Microlearning?

Section 1

What Microlearning Strategies Help Promote Learning in 
the Flow of Work?

Section 2

How Do You Offset the Forgetting Curve in Training 
Programs with Microlearning?

Section 3

How Can Microlearning Boost Learner Engagement and 
Performance? 

Section 4



6

How to Build Employee 
Learning Habits and Drive 
Continuous Learning with 
Microlearning?

Section 1
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Introduction

Organizations with a culture of learning have a huge 
advantage. As a result, creating a culture of learning is fast 
becoming an important part of L&D mandates in the changed 
workplace. However, accomplishing it is a tall order. It must 
begin with creating avenues for continuous learning 
Additionally, there must be support to keep this momentum 
going through Social Learning, Coaching, and mentoring.  

In this section, let’s take a look at how Microlearning can be 
leveraged to build learning habits and foster a culture of 
continuous learning in the remote workplace.

Section 1
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What is the importance of continuous learning in the 
workplace?

Studies show that a culture of continuous learning in the 
workplace creates huge advantages for organizations. Top 
firms seek employees who know how to learn, ask important 
questions, and understand how to find answers to those 
questions. They recognize that employees with a habit of 
learning are more creative, innovative, and engaged. These 
organizations can recruit, retain, and develop talent –
significantly better than others who do not have this focus. 

To accomplish this, organizations need to create learning 
and performance ecosystems. The ecosystems help build 
employee learning habits, driving continuous learning in the 
workplace. In this journey, the concept of Microlearning can 
act as the catalyst.

Section 1
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Why are organizations finding it difficult to drive 
continuous learning in the workplace?

The new normal includes challenges not faced by most 
employees in the past. Combining the need to work remotely 
and stay current on recent best practices overwhelms them. 
It’s common to hear employees complain by saying “I don’t 
have time for this training.” 

Section 1

Time becomes more of a 
problem when what learners 
“need” is different from what 
L&D teams “provide.” 
Consider traditional 
employee compliance 
trainings - page-turner 
eLearning courses that 
require a certain amount of 
time to be spent on each 
page, even though learners 
may already understand the 
concept. This is highly 
demotivating for learners 
and conditions them to react 
poorly to such content.

Organizational leadership must lead as an example and 
should work to model the desired learning habits. Employees 
will seek to mimic their behavior, especially as leaders share 
what they’ve learned and promote Microlearning content. As 
they seek to follow the example of leaders, they’ll develop 
learning habits that drive continuous learning in the 
workplace.
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Why is Microlearning a great fit for driving continuous 
learning in the workplace?

Within this environment, Microlearning can be used in either 
formal or informal situations. 

Microlearning can be used for formal learning - designed in 
consumable bites to act as natural fillers for busy employees. 
Courses that include, and begin with, clear explanations of 
how employees will benefit from training immediately engage 
learner attention. This is the “What’s In It For Me” (WIIFM) 
phenomenon. Employees are more engaged when they clearly 
understand why they need the training.

Section 1

Microlearning can also be 
leveraged to drive informal 
learning - within a performance 
support system environment as 
Just-In-Time (JIT) learning or more 
Social Learning environments 
where learners curate and share. 
These systems benefit employees 
because they have the exact 
information needed when they 
need it. Organizations that 
leverage tools such as Yammer so 
that employees can share what 
they’re learning build learning 
habits that drive continuous 
learning. 

Microlearning also reinforces previously learned information, 
creating space for practice and remediation. Ongoing 
Microlearning opportunities modify employee habits and 
challenge bad behavior, replacing it with desired behavior. 
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How can you leverage Microlearning to drive 
continuous learning in the workplace?

The following tips will help you drive continuous learning in 
the workplace. 

Section 1

Step 1 - Build a habit of learning in 
employees by: 

1. Always beginning with the What’s In It 
For Me (WIIFM) to motivate the learners. 

2. Providing support for learning habits –
Through assistance like a performance 
support system that includes a 
searchable knowledge base or a forum 
moderated by SMEs.

3. Modifying employee routines -
Designate certain times of the day or 
week for learning. Incorporate ongoing 
learning cycles that include 
Microlearning courses with quick 
rewards. 

4. Getting learners to respond by making 
the learning frictionless. Even great 
courses are ignored if it’s difficult to 
find them, log in, and engage with the 
content. 

5. Rewarding the learners once they finish 
the learning with gamified points or 
digital badges.
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Step 2 - Drive continuous learning in the workplace with 
Microlearning and develop learning habits:

Section 1

1. Poll employees to find out what 
learning they need and want, and 
then build according to those 
needs to foster learning habits. 

2. Ensure that the learning can be 
consumed when employees 
need it. Learning that’s accessible
on mobile devices is consumable 
anytime, during breaks, 
between tasks, and will nudge 
learning habits.

3. Allow employees to select and 
personalize their learning. 

4. Leverage short learning nuggets
(under three minutes). Employees 
can scrub timelines to find what 
they need without needless 
extraneous content. 

5. Leverage short Virtual Instructor-
Led Training (VILT) sessions.

6. Provide room for focused flipped 
classroom sessions.

7. Use strategic assessments to gauge 
the effectiveness of the training.
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Key Takeaways

Section 1

The new normal includes challenges not faced by most 
employees in the past. Combining the need to work remotely 
and stay current on recent best practices overwhelms them. 
It’s common to hear employees complain saying, “I don’t have 
time for this training.” 

In this section, we saw how organizations can leverage 
Microlearning to not only modify learning habits but 
also drive continuous learning in the workplace.
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Section 2

What Microlearning 
Strategies Help Promote 
Learning in the Flow 
of Work?
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Introduction

The other significant change in the new workplace dynamics 
is that no longer is learning confined to formal training, in 
the work environment. 

In this section, we take a look at “learning in the flow of 
work” that is now the new workplace learning paradigm. 
Specifically, I outline how can you leverage Microlearning 
strategies to foster learning – within the learner’s workflow. 

Section 2
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What is “learning in the flow of work”? 

It is a concept advanced by Josh Bersin (Deloitte) and 
addresses how employees perform new or challenging work 
tasks. They discover relevant information and resources 
related to the challenge and set out to learn all they can 
about it. They then apply what they’ve learned to the work 
situation that launched their journey of learning discovery. 

Through the strategic use of Microlearning and just-in-time 
learning approaches, learning in the flow of work makes this 
entire process more efficient. It employs processes that 
make learning seamless at work and expedites the learning 
journey to deliver better learning outcomes. However, 
learning in the flow of work goes beyond just Microlearning 
and requires a mix of Macro and Microlearning to create 
continuous learning environments. 

Section 2
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Why is it important to support learning in the flow 
of work?

Section 2

The current learning 
paradigm stymies learning 
and workplace productivity. 
When there’s an urgent need 
to perform complex, new, or 
challenging tasks, employees 
struggle to find relevant 
content on the corporate 
learning platform. Once the 
content is located, formal 
learning materials are 
typically lengthy or too 
complex to digest and 
implement quickly. As a 
result, employees shun 
formal learning platforms in 
favor of more expedited 
forms of learning.

It is vital that organizations lend their support to learning in 
the flow of work because:

1. Employees learn better at work and at the point of need -
Better learning outcomes occur when learning happens at 
the workplace or if it takes place in a non-workplace 
setting - like at home or during a commute and when it is 
critical to an existing work challenge or situation. 
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Section 2

2. Organizations can drive continuous learning with learning 
in the flow of work - Excellence at work occurs when 
employees strive for continuous performance 
improvement. The best way to realize incremental 
performance is by learning better and improved ways to do 
the job and then applying that knowledge to work. L&D 
teams can leverage that fact to encourage a continuous 
learning culture across the organization. 

3. It is very relevant to the current context, where a sizable 
workforce continues to work (and learn) remotely - By 
embracing a learning in the flow of work model, 
organizations can support learning even while employees 
are working from home. 

Because of these benefits, learning in the flow of work delivers 
a better learning and performance value proposition for both 
the employees and the organization.



19

Microlearning-based Pillars to Create Learning in the 
Flow of Work Content

Unlike formal learning content, learning in the flow of work 
requires targeted, concise, and focused content. Long-form 
macro content just won’t work in these environments and 
Microlearning content is ideal to create successful learning in 
the flow of work environments. 

Section 2
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To deliver successful learning in the flow outcomes, the 
content offered must be aligned to the following 3 pillars:

1. On demand - Because in-the-flow learning is an approach 
that promotes learning where and when its needed, it 
requires content that’s always available, mobile-enabled, 
responsive, and quick to learn and implement. Micro 
content such as short videos and podcasts, summary PDFs, 
quick references, templates, and sample checklists are 
great examples of such content.    

2. Accessible - In the context of learning in the flow of work, 
“accessible” also covers content that’s intuitively hosted 
and which learners can find quickly. Burying content under 
layers of file/folder structures or using cryptic naming 
conventions makes content more challenging to access 
when they need it the most.

3. Selective - Learning in the flow of work aims to quickly 
empower learners with the knowledge they seek, so they 
can get productive ASAP. Carefully vet and selectively curate 
your content before hosting it on your learning platform. 

While big-picture Microlearning has its place in this new 
paradigm, L&D professionals can build effective learning in the 
flow of work environments around these 3 pillars of 
Microlearning content. 

Section 2
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What Microlearning strategies can drive continuous 
learning in the flow of work?

Macrolearning focuses on longer-term, big-picture outcomes 
by delivering a range of learning content related to different 
aspects of a theme or concept. This approach has its 
usefulness in learning in the flow of work. However, L&D 
professionals can replace or supplement them with 
Microlearning strategies to deliver better learning outcomes. 

Section 2
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Microlearning is certainly more effective as an in-the-flow of 
work learning strategy because it happens through more 
focused content, which produce specific outcomes in a shorter 
timeframe. Organizations may use the following in-the-flow 
Microlearning strategies to create a culture of continuous 
learning - as just-in-time learning and to supplement formal 
learning:

1. Immediate learning to support “in the moment” needs - Use 
Microlearning point-of-need training content, such as short 
podcasts or “How to” videos that serve as performance 
support aids.

Section 2

2. Intermediate learning to 
build existing competencies -
Use Microlearning to 
supplement formal training 
targeted to help employees 
do better in their current 
roles. Such short-form 
content may serve well as 
review and refresher training 
modules too.

3. Transitional learning to help 
learners evolve into future 
roles - Add Microlearning 
nuggets as part of ILT or VILT 
at pre, during, and post 
training sessions. Use them 
as training readiness tools, 
exercises and assessments, 
and to deliver learning 
summaries. 
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Key Takeaways

Section 2

In a dynamically changed work-world, employees don’t have 
a lot of time to invest in formal learning, and organizations 
seek any competitive edge they can leverage. As a result, 
learning in the flow of work is the new paradigm. 

In this section we saw, how Microlearning offers a win-
win learning in the flow of work solution, for both 
employees and organizations, through the three 
Microlearning strategies. 
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Section 3

How Do You Offset the 
Forgetting Curve in 
Training Programs 
with Microlearning?
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Introduction

People tend to forget the vast majority of what they learn 
- especially when the new information and skills aren’t 
immediately applied. As a result, while organizations 
continue to invest on training, they do not see the 
required impact due to this “Forgetting Curve.” 

In this section, we look at how you can facilitate 
continuous learning and, specifically, how you can offset 
the Forgetting Curve with Microlearning.

Section 3



On the other hand,

• Frequent and consistent, spaced practice - Spaced 
practice tends to diminish the Forgetting Curve.

• Environmental factors - Better rested learners have a 
greater capacity for retention, easing the Forgetting Curve.

26

Why do employees forget what they learn in 
training?

In the 1880s, a German psychologist, Hermann 
Ebbinghaus, performed experiments on human memory 
and developed a hypothesis called the Ebbinghaus 
Forgetting Curve, which illustrates the rate at which 
people forget new information. Without the application of 
the acquired learning, people may forget 80% of what they 
learn within 30 days! 

The Forgetting Curve is impacted by several factors:

• Pace and duration - Fast-paced instruction in a short 
amount of time steepens the Forgetting Curve.

• Volume of information - A large volume of information 
shared over a short period of time increases the 
Forgetting Curve.

Section 3
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What are the implications of the Forgetting Curve?

Learners are bombarded with large amounts of 
information. Corporate training teams are faced with the 
reality that employers need employees on the job as 
quickly as possible. Unfortunately, this often triggers the 
Forgetting Curve.  

Section 3

Time-consuming training 
programs create diminishing 
returns on investment. 
Because of the steep 
Forgetting Curve, employees 
are less efficient, and they’re 
forced to invent answers for 
problems on their own or 
become dependent on SMEs. 

This may also have legal or 
safety ramifications. Within 
many industries, employees 
are required to adhere to 
compliance regulations. If 
those regulations or laws are 
transgressed, employees 
may be subjecting 
themselves and their 
company to lengthy and 
expensive court proceedings.



28

How do you overcome the Forgetting Curve in your 
employee training programs?

Corporations can overcome the Forgetting Curve by fostering 
a healthy learning and performance ecosystem, rich with 
Microlearning options. 

The following instructional principles should make up the 
foundation of a sound learning and performance ecosystem. 

1. Activate prior knowledge to create a strong foundation on 
which new knowledge can be constructed.

2. Establish a shared knowledge foundation with learning 
solutions on which new behaviors can be constructed. 
Employee training programs, either formal or informal 
(employing Microlearning tactics), will have a starting 
point from which to launch successive efforts. 

Section 3
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3. Use the scaffolding technique of guided instruction, 
practice, assessment, and remediation to help overcome 
the Forgetting Curve. Also, minimize cognitive load by 
excluding extraneous information. 

4. Employ the learn, apply, and feedback loop to reduce the 
impact of the Forgetting Curve. As employees learn, they 
should have the opportunity to immediately apply what 
they’ve learned and receive feedback from coaches.

5. Leverage informal learning and Microlearning outside 
formal employee learning programs. Healthy learning and 
performance ecosystems support and encourage informal 
learning as employees self-direct and curate content.

Section 3
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What Microlearning approaches can be used to offset 
the Forgetting Curve?

Microlearning can be leveraged very effectively to offset the 
Forgetting Curve as shown here:

Section 3

1. Use quick Microlearning hits 
to review what was covered 
more formally in employee 
learning programs and 
refresh prior knowledge.

2. As old processes are 
updated, use pointed, 
formulaic, and Microlearning 
text or video objects to 
inform employees.

3. Blend formal employee 
learning programs with 
interspersed Microlearning 
objects, building layers of 
instructor-led sessions, 
practice, and Microlearning 
objects to which employees 
can turn to for reference. 
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4. Self-directed Learning is often more powerful than 
traditional employee learning programs when 
counteracting the Forgetting Curve. Provide an environment 
where employees can seek new information, curating the 
content they find in a way that’s shareable with coworkers.

Section 3

5. Spaced learning is an 
effective method of 
overcoming the Forgetting 
Curve. At consistent 
intervals, provide additional 
Microlearning with practice 
opportunities in employee 
learning programs. This will 
help reinforce what 
employees have learned, 
solidifying their ability to 
recall information when 
they need it.
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How do you use Microlearning to reinforce learning?

Finally, use these examples of Microlearning to reinforce 
learning and eliminate the Forgetting Curve:

1. Short videos can be an engaging way to provide new 
information or review information that was covered in 
formal employee learning programs.

2. Infographics are informative at a glance and can refresh 
important information such as product knowledge or 
process workflows.

3. Animated and explainer videos quickly engage learners, 
pulling them into quick learning opportunities.

4. Messages from leadership in print, video, and even audio 
format can formalize new processes, helping employees 
quickly understand the big picture behind any new 
process or policy.

5. Short scenarios can be used for practice and application 
of the acquired learning. The feedback can be leveraged 
to reinforce the primary learning. 

6. Encourage expert video tips wherein the SMEs can break 
complicated processes down into small, consumable 
chunks that employees can watch when they need.

Section 3
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Key Takeaways

Section 3

Acknowledging the Forgetting Curve creates a space to blend 
Microlearning to create a strong and effective learning and 
performance ecosystem for employee learning programs. 

In this section we saw how you can offset the 
Forgetting Curve through Microlearning and create a 
Retention Curve. This measure goes a long way in not 
only helping organizations realize the value from their 
training investment but also fostering a culture of 
continuous learning. 
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Section 4

How Can Microlearning 
Boost Learner 
Engagement and 
Performance? 
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Introduction

In today’s hybrid workplace, learner disengagement is a 
challenging issue L&D teams deal with - in spite of 
creating engaging learning content that is easily 
accessible. 

In this section, let’s take a look at how Microlearning can 
simultaneously engage learners and boost performance. 
Through 5 examples, I illustrate the value Microlearning 
can bring in. 

Section 4
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Where does 'actual' 
learning happen in the 
modern work world?

While childhood learning 
focuses on what knowledge 
is useful to them later in life, 
andragogy is learner- and 
situation-centric. Adult 
learning, in today’s corporate 
world, is about direct 
application. Two ways in 
which learning typically 
happens are as follows:

• Moment of need learning: 
Learning something at the 
moment when its 
application is most 
critical, for example, 
learning a feature in the 
new Payroll system so the 
employee can input their 
timesheet now!

• Learning in the flow of 
work: This is about 
learning so the employee 
may enhance their 
performance or carry out 
a work step more 
efficiently – while working. 

Section 4
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And most learning today 
happens outside of formal 
learning environments. Adults 
in the workforce learn:

• Informally: As a result of 
watching others or through 
interactions with mentors, 
peers, and colleagues.

• Through social and 
collaborative learning: 
Social interactions outside 
the workplace, when 
working on group projects 
or collaborating on work-
based initiatives.

Understanding these learner-
centric nuances is critical for 
L&D professionals to create 
effective learning, especially 
in today’s hybrid workplace.

Section 4
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Why is Microlearning a great fit for driving learning 
and performance in the hybrid workplace?

Our work world is a super busy place and using bite-sized 
Microlearning nuggets, L&D teams can create learner-centric 
learning journeys personalized for every learner. Because 
each learner learns differently, Microlearning may be tailored 
to create an impact at various cognition levels.

The learning environment challenges of a hybrid workforce 
are varied too. Unless trainers consider elements, such as 
time and place, technological abilities, distractions, preferred 
modes of learning, learning priorities, comprehension levels, 
potential for application etc., when designing training, it may 
not meet its learning objectives. 

Microlearning offers the flexibility, ease of consumption, and 
engagement that matches learner needs and expectations.

Section 4
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Why do most organizations get Microlearning 
wrong?

Unfortunately, most organizations get Microlearning wrong. 
They believe simply “chunking up” existing curriculum will 
do the trick. Wrong! 

To successfully leverage Microlearning, L&D teams must 
first understand their audience’s needs—including learning 
preferences, learning needs, and the learning challenges of 
hybrid learners—before developing short, action-oriented, 
learning nuggets for targeted outcomes. Then, package the 
content in ways that learners can readily apply them to 
their job. 

Section 4
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Here are some tips and best practices for 
Microlearning success:

Section 4

1. Design modular, small-footprint Microlearning content in 
the context of workflow. Ensure the content remains 
focused on specific (one or two) outcomes.

2. Make the content “accessible,” so learners may consume it 
anywhere, anytime, and on any preferred device.

3. Given that many virtual learners use personal networks 
and devices to learn, don’t overload Microlearning content 
with unnecessary graphics or high-def content. Some 
hybrid learners may not have the home network bandwidth 
or personal data plans to support such features.

4. Ensure content is intuitively hosted, so learners may 
quickly access them in the moment of need.



41

Section 4

5. Use a diverse mix of content, including short videos, 
eBooks, infographics, podcasts, summary PDFs, sample 
checklists, quick reference guides, and “How to…” content.

6. Make sure formal training links extensively to your bank of 
Microlearning content, so learners may use them for review 
and refresher purposes.

7. When designing formal ILT and VILT, make use of 
Microlearning as pre, during, and post learning content to 
help learners access optional and supplementary 
materials. This will reinforce their trust in such resources 
and help them explore and discover the power of 
Microlearning as a performance enhancer.
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Examples of Microlearning in Corporate Training

Here are some great real-world examples of Microlearning in 
action in the corporate training world.

Microlearning Example 1 - Creating an On-demand Learning 
Solution for Training Trainers

The purpose of this course was to create a sustainable, 
simplistic, on-demand training that volunteer trainers could 
use at their moments of need and incidentally learn concepts 
in the process.

• Immersive Microlearning formats were used as the primary 
approach, and this was amalgamated with numerous 
scenarios derived from real-life instances and several 
performance support materials as downloadable 
documents. 

• Concepts were driven through relatable scenarios to make 
learning relevant along with performance support tools. 

• Microlearning formats like videos and podcast-based 
activities through minimalist designs were utilized for an 
immersive experience.

• Overall, the course boosted learners’ confidence to 
facilitate live sessions and be able to apply their learnings 
from the training directly in their training sessions.

Section 4
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Section 4

Microlearning formats like 

videos through minimalist 

designs for an immersive 

experience

Concepts driven through 

relatable scenarios making 

learning relevant with 

performance support tools
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Microlearning Example 2 - Empowering Leaders Through 
Just-In-Time Learning Solutions

The purpose of this course was to build a comprehensive 
series of leadership trainings to equip and empower 
leaders in developing themselves and their teams 
successfully.

• A Microlearning approach was applied to provide just-
in-time learning using appropriate formats such as 
videos, relatable practice scenarios, interactive learning 
elements, and a wide range of downloadable 
performance support tools that leaders could consume 
on the go. 

• It involved a range of videos as a key mode for bite-
sized learning and performance support and short, 
intuitive practice scenarios to promote decision making 
as part of micro challenges. 

• This course positively impacted the performance 
efficiency of leaders post the completion of the training 
(ESAT surveys) and promoted higher completion rates 
due to the just-in-time format.

Section 4
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Section 4

Downloadable performance 

support tools that leaders could 

consume on the go

Intuitive practice scenarios to 

promote decision making as part 

of micro challenges
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Microlearning Example 3 - Driving an Acculturation 
Program Through an Immersive Learning Experience

The purpose of this course was to familiarize employees 
with their organization’s culture, vision, mission, and values 
in a consistent and impactful manner while pushing a 
steady behavioral change. 

• A portal based Microlearning approach was used to 
ensure easy access for all learning nuggets and further 
powering through short, gamified micro assessments to 
provide fun yet meticulous cognition checks. 

• Gamified micro activities were interspersed for cognition 
checks and practice through fully mobile responsive 
designs. Learning continuum was ensured through 
action plans provided as performance support tools at 
the end of each nugget. 

• Employees felt a sense of increased engagement and 
participation and were able to demonstrate the 
behavioral aspects of the organization’s culture as a 
result of the training.

Section 4
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Section 4

Short, gamified micro 

assessments to provide fun yet 

meticulous cognition checks

Learning continuum ensured 

through action plans provided as 

performance support tools at the 

end of each nugget
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Microlearning Example 4 - Enhancing Mentoring Programs 
for Leaders Through Microlearning

A unique Microlearning program was created for an FMCG 
giant that transforms the way their leaders perceive a 
crucial process like mentoring. 

• It featured short, succinct concepts for effective learning 
by employing ‘Microlearning within a macrolearning
path’ and making the learning available for leaders on 
their mobile phones at all times. 

• The course styled custom illustrated visuals depicting 
Microlearning nuggets with a macrolearning journey for 
a clear bird’s eye view. Crisp analogies were used to 
convey concepts, and infographics and iPDFs were 
provided as takeaways or job aids. 

• Leaders acknowledged informed application of 
mentoring concepts that helped both mentors and 
mentees with significantly higher enrollment in mentor-
mentee programs at an organizational level post the 
training.

Section 4
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Section 4

Microlearning nuggets with a 

macrolearning journey for a 

clear bird’s eye view

Leaders acknowledged 

informed application of 

mentoring concepts that helped 

both mentors and mentees with 

significantly higher enrollment in 

programs
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Microlearning Example 5 - Empowering New Joiners 
Through a Compact Learning Nugget

The primary goal of the training was to introduce new 
joiners to the IT function and familiarize them with the 
commonly used collaboration tools and resources. The 
training also aimed at sensitizing the audience to the basic 
aspects of information security.

• Several Microlearning formats such as videos, short 
scenarios, activities, and a gamified assessment were 
used to increase learner engagement.

• The training leveraged a mentor-mentee approach, and 
the conversations made the experience highly 
immersive.

• The learning journey involved visiting two departments 
in the IT function and interacting with experts to gain 
knowledge on the tools and resources available for new 
hires.

• An activity-driven approach ensured “learning by doing.”

• The use of a new joiner as the central character made 
the experience completely relatable to the learners and 
turned out to be a key success factor for the training.

Section 4
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Section 4

Mentor-mentee approach - The 

conversations made the 

experience highly immersive

Learning journey with two 

departments in the IT function 

and interactions with experts to 

gain knowledge on the tools and 

resources available for new hires
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Key Takeaways

Section 4

Given the challenges of hybrid workplace—distractions and 
low learner engagement but increased need to rapidly upskill 
or reskill—Microlearning is an effective strategy to engage 
learners and  boost performance.

In this section, we saw how the effective usage of 
Microlearning can help you engage your learners as 
well as simultaneously boost performance. The 
featured real-world examples will help you in applying 
the best-in-class strategies in your organization. 
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Super busy workers today have less “disposable” time to 
dedicate to self-improvement. Virtual employees, in the hybrid 
workplace, have environment-related challenges that test 
their engagement levels and make it harder for them to access 
learning content. 

The use of short-form Microlearning content—as core learning, 
performance support, and job improvement tools—is an ideal 
solution to these challenges. While supporting learning at the 
point of need, and learning in the flow of work, Microlearning 
nuggets don’t overly tax a learner’s span of attention, while 
also making learning more engaging and fun. 

The net result - Corporate trainers meet their learning 
objectives, while all learners in today’s hybrid workplace have 
equal opportunity to learn new skills, enhance existing ones, 
and improve their performance.  

I hope my eBook gives you the cues you require to manage the 
challenges of the hybrid workplace and leverage Microlearning 
for learning acquisition, practice, and application – resulting 
in the desired performance gain and value for business. 

Summary
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Read More

1. eBook: eLearning Trends in 2022 - A Guide for Designing 
High-Impact L&D Programs for the Hybrid Workforce

2. Strategic Measurement – How to Ensure Learning has a 
Positive Impact on Performance

3. Case Studies

4. Demos

5. Insights

https://www.eidesign.net/ebook-elearning-trends-2022/
https://www.eidesign.net/research-strategic-measurement-how-to-ensure-learning-has-a-positive-impact-on-performance/
https://www.eidesign.net/case-studies/
https://www.eidesign.net/our-demos/
https://www.eidesign.net/insights/
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As a learning experience design company, we partner with 
customers in their Digital Transformation journey. 

We help our customers deliver high-impact Learning and 
Performance Support solutions that offer a high engagement 
quotient, drive employee performance, and create high ROI for 
the learner, business, and organization.

We are certified as a Smartchoice® Preferred Provider by 
Brandon Hall Group. This is a testament to our expertise of 
two decades in helping L&D teams deliver trainings that boost 
employee performance, impact business KPIs, and trigger 
behavioral change.

We offer L&D Advisory and Consulting services - Our 
comprehensive portfolio enables organizations to develop 
and execute strategies that drive individual, team, and 
organizational performance.

About EI Design
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Our training strategies will ensure that your investments 
deliver business results through the following:

• Custom content design and implementation services.

• L&D Advisory services to futureproof your Virtual Training.

• L&D Consulting services to ascertain your training impact 
and determine the ROI.

With our expertise, you can also improve employee 
performance and leverage learning strategies that impact 
your business objectives.
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Michael Rochelle
Chief Strategy Officer and 
Principal HCM Analyst
Brandon Hall Group 

EI Design offers a unique value proposition that is rarely seen 
in the market. EI Design assists organizations in optimizing the 
impact of learning on individual, team, and organizational 
performance and maximizing the ROI on learning.

By leveraging their impressive expertise and experience, 
EI Design can lead an organization through the transformation 
of their learning from strategy to execution. EI Design sets the 
bar in the industry for what an organization should expect 
from a learning provider. 

25 awards 
over the 
last 2 years

Christopher Pappas 
Founder
eLearning Industry 

We've been working with EI Design on a day-to-day basis since 
April of 2015. Our smooth collaboration is based on trust. 
EI Design goes above and beyond to help evolve the world of 
eLearning with its expertise, strategies, and innovative ideas. 

Gamification, Microlearning, Blended Learning, and training 
ROI are only some of their greatest strengths! 

37 rankings 
over the 
last 6 years

Thought Leadership -
Testimonials
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Companies can leverage their expertise to embark on a 
meaningful digital transformation journey. They deliver high-
impact learning that focuses on a high engagement quotient. EI 
Design has a massive impact on how training makes a business 
reach success. They accomplish that by helping organizations 
drive employee performance. I trust that their methodologies 
and training needs analysis experience can lead companies to 
choose the proper training solutions. 

EI Design has a constant flow of article publications, eBooks, 
and webinars on the eLearning Industry. Through their content, 
they offer valuable insights and solutions to Corporate 
Training buyers. Their assets are some of the most successful 
content marketing campaigns we've had. The above indicates 
that they are an established authority in several fields.   

I'm grateful that we've found such skilled partners. They always 
give excellent directions/feedback and know what they want. 
We constantly set realistic deadlines with realistic 
expectations when working together. EI Design's assets exceed 
expectations most of the times because eLearning Industry's 
community is a big fan of their work.   

The customer feedback we get for EI Design is excellent! Apart 
from the hundreds of thousands of eBook downloads, webinar 
registrations, and article page views, they've managed to 
collect 90+ reviews for their directory listing on 
eLearning Industry.  



59

EI Design's team shows incredible dedication. Above all, their 
high-quality product offerings, creativity, and timely delivery 
are evident in every project they get their hands on. They 
never miss a deadline and put their heart and soul into their 
work.  

I am humbled to have worked with a team of such high 
integrity and commitment to our mutual success—a truly great 
business partner. 

Ken Taylor
President
Training Industry, Inc

EI Design’s focus on the combination of learning and 
performance strategy with a specific attention to effective 
measurement of the business impact of their programs sets 
them apart from many of the vendors in the custom content 
segment of the market. 

EI Design demonstrates comfort leveraging either the best 
available technologies or customer selected technologies to 
develop impactful Blended Learning experiences. 

EI Design has established a very competitive pricing structure, 
which will support both long-term margin protection and 
perhaps, if leveraged correctly, growth that should outpace 
the general market. They have also built a business model 
where they can sell their services to both the end customers 
and other training and development companies. 

2 rankings
over the 
last 2 years
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Looking at adopting new ways to enhance your Learning 
Strategy? EI Design can help you with that and more!

EI Design’s comprehensive portfolio of services is not limited 
to Formal Training alone but will enable you to drive employee 
performance and bring in behavioral change.

Training Delivery
• Mobile Learning.
• Microlearning.
• Virtual and Blended Training.
• Mobile Apps for Learning.
• Personalized Learning.
• Localization.
• eLearning Accessibility Considerations.

Immersive Learning 
• Gamification.
• Scenario Based Learning.
• Video Based Learning.
• Story Based Learning.
• Branching Simulations.
• Virtual Reality.
• Augmented Reality.
• Next Gen Strategies. 

Contact Us
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Continuous Learning 
• Performance Support Tools.
• Informal Learning.
• Social Learning.
• Self-Directed Learning.
• Content Curation.

Learning Technologies
• LXP Expertise.
• LMS Expertise.
• Learning Portals.
• VR Framework.
• Interactive Video Framework.
• Rapid eLearning.
• Flash to HTML5 Migration.

L&D Advisory Services
• Optimal Virtual Training Transformation. 
• Redesigning existing content into Next Gen formats – to 

drive results.
• Redesigning content for LXPs.

L&D Consulting Services 
• Ascertaining Training Impact through our unique 

framework. 
• Training Needs Analysis (TNA) and Learner Needs 

Analysis (LNA).
• L&D metrics and business metrics identification.
• Measurement of impact on learners and the business.

• ROI determination.
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Training Needs We Address
• Compliance Training.
• Induction and Onboarding Training.
• Leadership Training.
• Sales Training.
• Application Simulations Training.
• Product Training.
• Soft Skills Training.
• Professional Skills Training.
• Diversity, Equity, and Inclusion Training.
• Business Sustainability Training. 

Key Learning Consulting Offerings
• Virtual Training Transformation.
• Measuring Training Effectiveness and Business Impact.
• Technology Migration.
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email: apandey@eidesign.net

Contact Asha Pandey 

Stay connected on EI Design’s social platforms for 
regular updates.

Contact EI Design

email: solutions@eidesign.net
Web: www.eidesign.net

mailto:apandey@eidesign.net
mailto:solutions@eidesign.net
http://www.eidesign.net/
https://www.linkedin.com/company/ei-design-private-limited/
https://www.facebook.com/EIDesign.net
https://twitter.com/eidesignlearn
https://www.youtube.com/user/eidesignlearning

