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Introduction

The human brain remains the most mysterious organ in our 

anatomy, historically giving rise to numerous misconceptions 

about how it functions, grows or ‘learns’. 

Neuroscientists, psychologists and the scientific community at 

large often stand on shaky grounds when it comes to unraveling 

the mysteries of the brain, yet there are few key breakthroughs 

that have helped, not only scientists or academics, but also the 

layman to understand how she can better acquire, organize, store 

and recall information and knowledge. 

These finding, unsurprisingly, have innumerable businesses 

applications both inside and outside the organization, which is 

why world leaders like Microsoft’s Bill Gates and Facebook’s Mark 

Zuckerberg have invested significantly into the science of 

learning. 

In this ebook, we discuss some of the key challenges facing 

business today – employee skilling in a constantly changing world 

- and explore how organizational HR and Learning & 

Development (L&D) can optimize learning. 
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According to Brainscape’s 10 Biggest 
Breakthroughs in the Science of Learning – 

‘The brain is equipped to tackle a pretty hefty load of information 

and sensory input, but there is a point at which the brain becomes 

overwhelmed, an effect scientists call cognitive overload. While 

our brains do appreciate new and novel information, when there is 

too much of it we become overwhelmed. Our minds simply can’t 

divide our attention between all the different elements.”

This new revelation has drawn equal amounts of fascination and 

criticism from the business community at large; fascination 

towards the way in which we understand the mind’s ability to 

learn, store and process information and criticism for the real-

world limitations of its application in a largely business context, 

where multi-multi-tasking has become common practice in 

today’s increasingly digital information-loaded world. 

However, this discovery also has some key implications for HR 

and L&D in terms of devising newer way of learning delivery to 

minimize overload and optimize learning. While traditional 

educators and teachers in academic environments have shifted 

their focus on approaches like chunking and getting rid of 

unnecessary elements to enable students to store and recall 

larger amounts of information, the methods employed in a 

business environment need to be a little more directed and goal-

oriented to bear fruit and to authenticate the research. 

Avoiding
Information 
Overload &
Optimizing
Learning
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Here are few tips for HR and
L&D professionals to avoid
information overload and 
optimize learning in today’s
remote work environments:

Just-In-Time Learning

While traditional learning happens in a 

classroom environment or ILT (Instructor 

Led Training) in business parlance, the 

availability of advanced learning 

technology and limitless online learning 

courses has enabled L&D to leverage these 

new tools to provide just-in-time training to 

their employees. JIT learning is the 

workplace equivalent of ‘on-demand’ 

services i.e. it is available and can be 

accessed whenever and wherever the 

employee needs it. This bodes well for a 

needs-based learning approach where 

learning happens at the point of need and 

leverages the opportunity to impart 

information for a specific business or sales 

goal. 
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Mobile-First Content Strategy

Flexibility is the center-piece that JIT revolves 

around, and what better flexibility that having 

access to learning on a mobile device. Today, 

more and more statistics have indicated that 

smartphones and tablets are dethroning the 

desktop or the laptop. And, while L&D will most 

definitely be limited to delivering training 

primarily on the desktops/ laptops, extending it 

further through a mobile-optimized learning 

platform and mobile-ready courses will enable 

them to cater to learners in today’s increasingly 

remote work environments. 

Microlearning Courses & Videos

Just-in-time training works best when it is 

supported by other elements that enable 

employees to access learning anytime-anywhere, 

and one of those elements in bite-sized courses. 

Considering that the opportunity window for 

learning to happen is getting smaller and smaller 

each day, an employee can best learn through 

content that is cut-up in smaller chunks and pieces 

to aid quicker consumption and better retention to 

provide value. Be it at the workplace, a virtual 

environment or off work-hours, microlearning lends 

itself perfectly for JIT. 
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According to McKinsey, ‘the most effective capability builders 

take more action than others to maintain and improve their 

capabilities’. And, there is a point to be made about how L&D can 

optimize upskilling and reskilling initiatives, and learning as a 

whole by focusing on employees’ innate talent and abilities. Every 

one of us is better at something than a team member, while 

another colleague could be better at something you are 

struggling with. This has more to do with one’s innate talent than 

the other’s inability to do the same as naturally as the former. And, 

as research suggests, reinforcing one’s innate talent helps them 

learn better and master their skillset. 

The challenge before L&D remains how to foster this innate talent 

by structuring learning, delivery and practice around the 

employees, as well as leveraging advanced approaches like 

personalization and AI-enabled recommendations to make the 

learning more relevant.

Focusing on 
Employees’ 
Innate 
Talent & 
Capabilities 
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Strategizing
Talent
Development

One of L&D’s key tasks is to manage and develop its employees in 

strategic ways that support overarching business objectives. As 

such, McKinsey’s ‘Elevating Learning and Development’ guide 

explains L&D’s strategic role in these key areas:

Capability Development 

A key priority, capability development is at 

the top of every L&D leader today. As skills 

become dated and irrelevant, the value of 

the human capital depreciates and it 

requires thoughtful investments in L&D 

programs to retain the value. Successful 

organizations with effective leadership 

development programs are said to 

outperform others by twice as much 

earnings, while organizations that invest in 

their leadership development during 

transformative times are 2.4 times likely to 

succeed. 
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Engage and Motivate 

Engaging and motivating employees is no small 

feat, and requires a synergy of intent and 

approach, one being offering learning 

opportunities to develop new skills and further 

their careers. According to research, lifelong 

learning can contribute heavily to happiness at 

work. Given the right engagement and 

motivation, employees will grow in their roles 

and most likely opt for newer challenges at work 

and remain at the organization. 

Learning Culture

Be it digital transformation, embracing emerging 

technologies or attracting top talent and 

achieving competitive advantage, there’s little 

doubt that continuous learning has emerged as a 

major priority in today’s day and age. Driven by 

both employees and L&D, continuous learning is 

driven largely by the culture of learning pre-

established by the leadership or L&D as whole. 

With the continuity of jobs becoming 

proportional to their ability to learn in-the-flow of 

work, an effective learning culture is what helps 

employees understand and accept learning for 

future growth.
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After identifying business objectives, organizations need 

employees that are capable of delivering them, be it immediate or 

long term. While there are organizations that don’t focus on 

assessing employee capabilities, there are few that do it only at a 

very high level. That becomes a major hurdle when it comes to 

aligning learning to develop employees’ capabilities. 

Organizations that don’t assess capability gaps are prone to 

missed opportunities both in terms of business as well as talent 

development. Successful organizations are known to take a 

strategic approach to capability assessment, with strong focus on 

a robust competency model. 

Aligning learning to develop innate talent can be effectively done 

through a mix of digital learning and personalization tools. As the 

key focus of delivering training is to help employees develop the 

required skills and transfer their learning to the job, tools like an 

AI-powered learning platform and ready-to-use courses that are 

curated and customized to create an ideal learning path go a long 

way in optimizing training programs and leadership development 

initiatives. 

While agility and adoption remain key strategy points, the rapid 

advancement of digital work environments means, L&D can no 

longer delay their digital transformation, which will eventually 

make or break the training programs going ahead..

Aligning
Learning
to Foster
Intrinsic 
Skills
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One of the most important aspects for L&D, before embarking on 

the path of online training is to understand their audience. The 

end goal is training employees to enhance their knowledge and 

helping them work more effectively while understanding that 

every employee is different. 

Each employee will respond in a different manner to learning 

content because of different reasons. Learning is heavily 

influenced by emotions which means people vary in the way they 

absorb and process information. Also, people have different 

learning styles which impact the way they understand, view and 

assimilate things. It therefore is essential for you as an L&D 

professional to consider that each employee learns differently 

and you will have to build your learning content accordingly.

One of the most extensively used models to identify learning 

styles is 'Neil Flemings VARK model that suggests that there are 

four main types of learners: visual, auditory, reading/writing and 

kinaesthetic. Most often, every employee has a little bit of each 

type. However, it is possible that one style is more pre-dominantly 

found than the other two.

Influence of
Emotions &
Learning
Styles on
Learning
Ability
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Neil
Fleming’s 
VARK 
Model

Here are a few ways in which L&D can undertake employee training 

based on different learning styles of the workforce:

Learning content
for Visual Learners

As the name suggests, employees who have 

this kind of learning style understand better 

when the learning content is presented to 

them visually. Graphics, videos, illustrations, 

icons, animation etc. are more likely to 

resonate among them. Since visuals are their 

preferred choice, adding pictures, graphs, 

numbers, and charts to the content is a great 

way to help them absorb the information 

better.

Learning content for 
Reading Learners

These employees, as the name suggests, 

learn best by taking in information that is 

displayed with the help of words. They prefer 

to read through texts to understand the 

information. The most effective means of 

communication for them is in the form of 

blogs, infographics, PDFs, written 

assignments and quizzes PowerPoint 

presentations etc.
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Learning content for
Aural Learners

Aural learners or audio learners are those who 

like to physically listen to the training content. 

These learners often prefer traditional in-house 

training programs where they are able to hear 

the information. While designing online learning 

and employee training for them, you can use 

more voice-over videos, audio recordings, and 

recordings of in-house training sessions. 

Learning content for
Kinaesthetic Learners

These learners learn the best with their senses 

and the experience. This means they can 

assimilate information through tasting, touching, 

and smelling. While training this kind of learners, 

it helps to give them live demonstrations of the 

process and let them touch and feel to help 

understand the situation. For instance, if you are 

holding a training session over the operation of a 

new machine, you should give them the chance 

to experience the demo session. Similarly, if it’s a 

cooking training session, it is best to let them try 

their hand at the actual cooking while watching 

the video.
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About 
Plethora

Plethora is a leading online content aggregator and curator, 

offering high-quality, off-the-shelf eLearning courses and videos 

to organizations worldwide. 

Backed by industry expertise and experience of over two 

decades, Plethora ensures your learners have access to the latest 

and the best on everything from Behavioral to Technical Skills. 

Our comprehensive library of 85,000+ off-the-shelf courses and 

videos is fast to deploy, easy on the pocket and highly effective in 

addressing your learning needs. 

Plethora gives you access to content from the world's leading 

providers to reskill and upskill your workforce and achieve your 

learning as well as business objectives effectively. 

Enjoy a Plethora of learning. 
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