
Digital learning to support  
the hybrid workplace
What works and what really doesn’t
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D I G I T A L  L E A R N I N G  T O  S U P P O R T  T H E  H Y B R I D  W O R K P L A C E

What works  
and what really doesn’t
During the first wave of the pandemic, 97% of 
businesses shifted at least some of their training to 
virtual (Fosway) and while in many cases the shift to 
digital has been a positive one, the impact of doing 
everything online is taking its toll on learners, with 
41% of people in the UK suffering from digital fatigue.

It looks like most businesses will end up 
somewhere along the ‘hybrid working’ spectrum, 
with employees dividing their time between 
office and home. So how do you reassess your 
learning with the hybrid workplace in mind? 

A great learning programme will consider the 
right balance of online and offline learning 
experiences, mixing these up as relevant 
to create the optimal journey. There is also 
potentially a wider variety of work set-ups among 
your learners now – perhaps some are working 
from home permanently, some are balancing 
work with caring commitments and some are 
spending time in a number of different locations 
week to week.

While digital learning allows us all the freedom 
of self-directed learning, remember that some 
learners might need a different approach. 
A recent study by Microsoft2 shows that 
employees at home are more likely to contact 
team members they already know, rather than 
reaching out to someone new. This has an 
impact on how knowledge and expertise can 
be shared across an organisation, as well as the 
risk of leaving new joiners or more introverted 
workers behind.

So, with few of us expecting to be back in the 
office full time, and as businesses experiment 
with various degrees of ‘hybrid’ ways of working, 
what digital learning should we keep and what 
should we leave firmly in the dustbin of 2020?

Hybrid working at its best 
means working from the 

environment that makes the 
most sense depending on the 
activity. Overlaying learning 
best practice on top of this 

means providing learners with 
great experiences across a 

blend of approaches

“

“

1

1EY, What increased digital demand means for digital wellbeing, May 2021 
2Microsoft, The New Future of Work, August 2020

https://www.fosway.com/research/next-gen-learning/virtual-classroom/
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What to do
When designing any learning initiative, we should always start by 
researching, and deeply understanding, our learners. Think about 
their key concerns, what they need to do (not know), and how best 
to serve it to them to meet their goals and your objectives. In this 
approach technology is used to foster a culture of learning and 
enable self-determined and personalised learning within a wider 
programme of structured and unstructured learning. 

While you might have all the tech and tools in place to enable 
people to learn online, a great learning programme will consider 
what is the right balance between online and offline learning 
experiences, types of resources and so on – and knit these together 
to find the optimal journey.

Stories foster empathy and 
engagement with our audience. And 
the more personally significant, the 
better (yes we’re still banging on 
about knowing your audience). 

Stories can take many forms – drama-
based scenarios, long reads, selfie-
style videos. Experiment and find out 
what’s best received by your learners. 
Use them to kick start discussions, 
have debates – this makes the 
learning far more likely to stick than 
churning out an information dump 
ever will. 

Keep it short – most training is too long, and in the switch 
up from face-to-face to virtual you probably had to let go 
of a load of content that wasn’t going to be manageable 
in a digital format. Great, now you’ve focused in on the 
content that really matters, follow this approach through 
with a microlearning approach, creating bitesize chunks of 
content on specific topics. You can also knit these together 
to form longer training programmes or for deliberately paced 
delivery, releasing new content in an episodic way over time 
– this approach may also work well to combat the digital 
fatigue! 

Some tasks at work aren’t frequently used on the job, all the 
employee is looking for is a 5-minute “helping hand” to do it 
– and then they’ll likely be self-sufficient to continue on their 
own. Microlearning is ideal for performance support, or timely 
reminders, just when you need them.

You can create the most engaging kick-ass digital learning in the world, but if no-one knows it’s 
there, it’s not going to deliver the change you want. This is where L&D and marketing go hand-
in-hand - you have to advertise the fact it is there. 

Think beyond the platform too, bringing the learning into workflows, social places, and ways of 
working. Seek buy-in from your leadership teams and develop engagement before, during and 
after the learning. It can also be brought into a team meeting for discussion and debate, then 
everyone can learn from each other in the process and you’ll learn more about what’s working 
(and what’s not).

In a hybrid set-up it’s even more relevant to bring learning into the 
workflows and social spaces where your employees are spending 
their time. With an Learning Experience Platform (LXP) for 
example, you seamlessly integrate learning within their workflows, 
empowering your employees to incorporate learning into their 
work rather than isolating it as a separate task to be completed at a 
specific time and place. 

LXPs were on the rise well before Covid-19 hit, and their adoption 
has only accelerated, for good reason – humans are social 
creatures, by integrating social elements into learning, we can 
increase engagement among all users. And with a disparate 
workforce we need to think about smart ways to make up for the 
lack of ‘watercooler moments’ in the office environment.

A perpetual question for any L&D 
team - how do you measure the impact 
of learning solutions? There are many 
data sources and measurement points 
available, and you can use measurement 
tools such as Kineo’s Didactics or Google 
Analytics to track effectiveness of 
learning (pre and post question response 
comparisons), usage (how many times 
a resource is accessed), appropriate 
duration of a resource (when do people 
time out of a video or resource?). Your 
knowledge about what works and what 
doesn’t will build up over time and you 
can adapt your offer accordingly.

Download our measurement guide for 
a simple plan for moving forward with 
your data and measurement strategy.

Take a digital-first but 
learner-centric approach

Spin a  
good yarn

Microlearning

Social learning - bring 
learning to where your 
employees are

63
2

1 4 5

Make some noise!

Track effectiveness

https://www.kineo.com/resources/drowning-in-data-seven-approaches-to-data-to-help-you-measure-success
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What not to do

Ditching in-person 
learning completely

Key to learning is the opportunity 
for connection and collaboration 
with peers, and although to some 
degree it is possible to embed this 
within workflows and social learning 
platforms (LXPs) a virtual exchange 
can feel like a poor substitute when 
compared to in-person debate and 
collaboration. 

Hybrid working at its best means 
working from the environment that 
makes the most sense depending 
on the activity. Overlaying learning 
best practice on top of this means 
providing learners with great 
experiences across a blend of 
approaches, that includes those 
human touch points and experiences 
needed to fire new connections in the 
brain and solidify learning.

1
Remember in 2020 when we all 
got tired of weekly Zoom quizzes? 
Whether it was awkward cheese-
tastings or virtual pizza making classes 
this is one example of where the 
virtual ‘solution’ really is inadequate, 
not least because it does a bad job of 
accommodating different personality 
types.

Think about it, if you had a team 
Karaoke trip you wouldn’t force 
everyone to sing! Yes, we want to 
embed some form of collaboration 
and social interaction into our 
learning programmes, but offer 
flexibility of choice, enable different 
channels of communication and 
groups depending on learner 
preferences.

2
Forced  
collaboration

Let’s be honest, no one really knows what the ‘new normal’ is going to look like or 
what is going to work – it’ll be different for every company and this is new territory. 
But one thing you’ll want to avoid when walking out into the unknown is assumptions 
– great learning is driven by learner needs, and to understand those needs you need 
to get close to your learner audience.

Instead of assuming everyone wants to access learning on their mobile, or that they 
value video content more than reading material, ask them. 

Make 
assumptions

3

It’s easy to see digital learning 
as a free space to add all your 
content (and the kitchen sink), 
but less really is more. Just 
because you can include the 
80 page policy manual (hey, 
no printing cost!) doesn’t 
mean you should – in fact you 
really shouldn’t. Adopt a ‘just 
enough’ approach rather than 
‘just in case’ and for every 
piece of content you include 
make sure it’s something your 
learners will definitely need. 

4
Include everything

Think about the last action film you watched. I’m 
guessing it wasn’t wall-to-wall action from start to 
finish, and the pace and rhythm of the scenes ebbed 
and flowed. The same goes for learning – you need 
to provide opportunities for learners to learn, reflect, 
digest, collaborate with peers, re-learn, and, most 
importantly, apply their learning in practice. 

Varying the pace of learning has perhaps become even 
more important in the remote working environment, 
when days are spent largely on your own at a screen 
and when it’s so easy for something else to take your 
attention. Differing the level of intensity by having a 
good mix of media, activities and interactive elements 
will keep learners engaged for longer. 

5Ignore pace

“Putting the learner at the 
centre of learning design will 
help you cater to their needs 
and increase engagement.”



Discover how we’re shaping  
the future of learning

Everything we do at Kineo stems from a 
simple idea – if we design a better learning 
experience, together we’ll get better results.

Kineo helps the world’s leading businesses improve perfor-
mance through learning and technology. We’re proud of 
our reputation for being flexible and innovative, and of our 
award-winning work with clients across the world.

Whatever your business challenge, we will partner with you 
every step of the way to find the learning solution that fits best 
– and delivers results.

So, how can we help you?  
Get in touch about your digital learning 
challenges.

www.kineo.com

Kineo UK

info@kineo.com 
+44 (0)1 273 764 070

Kineo USA

usinfo@kineo.com
+1-312-846-6656

Kineo APAC

info@kineo.com.au 
+61 1300 303 318

https://kineo.com
mailto:info%40kineo.com?subject=
mailto:usinfo%40kineo.com?subject=
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https://kineo.com

