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If you did a straw poll of your staff 
and volunteers and asked who 
likes compliance, I suspect there 
would be no show of hands. Put 
simply, mandatory training has a 

bad image. If we’re being honest, it can 
be rather dull, but a necessary hoop to 
jump through. 

I’m not saying for one moment that 
you should stop ensuring your staff 
are compliant – it’s essential for front 
line staff that are working with children 
and vulnerable people to know about 
safeguarding, for example. And not 
all of it is bad: there are some good 
examples out there. But on the whole, 

it’s seen as something that has to be 
done. So why oh why does learning 
and development lead with it, often 
as part of an uninspiring induction 
programme which puts the needs 
of the organisation (rather than the 
learner) first? It really doesn’t have to 
be this way.

When you sit new staff & volunteers 
down on day one and put them 
through compulsory training, their 
first experience of L&D is at best 
forgettable, and – far worse – probably 
negative. And it doesn’t matter how 
much you apologise, the damage to 
your reputation has been done.
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Learning and development has a real image problem says Martin Baker, CEO of the Charity Learning 
Consortium. A training department’s first contact with staff is often dreaded compliance, as part of 
an uninspiring induction, and that’s what L&D will be remembered for. Yes compliance is necessary, 
but don’t lead with it – build a relationship with your people first.

Are you the king of compliance 
or winning hearts and minds?
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OPINION: MARTIN BAKER

If you don’t want to become known 
as simply the ‘king of compliance’, then 
timing is everything. In my experience, 
organisations frequently lead with 
the mandatory stuff, then they might 
look at helping staff to do their jobs 
better, with technical training or time 
management, for example. And last 
of all comes resources and courses 
to support individuals, like resilience, 
mental health, burnout and stress. I find 
this approach quite odd, as ultimately, 
if staff are more resilient and able to 
take care of their mental health, that’s 
going to be great for your organisation.

If we truly want to transform L&D 
so that it’s fit for purpose, to shake 
off the old image of the tick box 
training department, then we need 
to turn this on its head. Putting new 
starters through compulsory training 
as soon as possible may be an 
organisational need, but it isn’t what 
learners need. So how can you do 
things differently?

Transformation
Compassion in World Farming 
International (CIWF) start their 
onboarding process 30 days before 
new starters join them. It’s a really 
clever approach, because once 
someone has handed in their notice at 
their old job they’re usually excited to 
be joining yours. They’re at their most 
receptive and eager to learn about their 
new organisation. 

The small development team at CIWF 
have set up a system so that as soon as 
new staff digitally sign and submit their 
acceptance form, useful information is 
electronically released. They’ve tried 
to put themselves into the shoes of a 
new starter and thought about what 
information they might want and need 
beforehand, such as where to park, the 
dress code, and where to eat lunch. This 
is aimed at helping the individual, not 
the organisation.

Similarly at World Vision UK, its 
induction transformation started with the 
premise: let’s try and eliminate anything 
that doesn’t add value for the employee. 
What a refreshing approach. Yes, they 
still have to ask new starters working 
in the field in the UK to go through 
compliance, but they’re not leading with 
that. Their whole focus is on supporting 
people to settle in, and includes useful 
videos they’ve created, with tips from 
existing staff, and an afternoon tea.

You might need courage to do things 
differently, but as these charities 
demonstrate, budget is rarely, if ever, 
the issue. Enlightened practitioners in 
these organisations are simply putting 
the needs of their workforce first, and 
in doing so they’re building a great 
reputation from day one. Transformation 
isn’t necessarily quick or easy, but the 
results are worth it. Just have a look at 
this tweet from a recent new starter, 
which I think says it all: “Thanks World 
Vision UK for an amazing first day at the 
office. What a welcome!”

As a new member of staff, if you’ve 
been supported in this way and you 
are then asked to go through GDPR 
training, it’s within the context of 
knowing that L&D really is there to help 
and support you.

People first
In an ideal world, compulsory training 
would always come after content 
that is aimed at supporting staff on a 
personal level. I know that isn’t always 
possible, but please don’t continue to 
put people’s personal (but essential) 
needs last. Intersperse the compulsory 
with other things. Take the CIWF and 
World Vision UK approach of putting 
learners’ needs first and include 
content that shows that you care about 
your staff and volunteers as individuals.

Even the language of ‘compliance’, 
‘mandatory’ and ‘compulsory’, has a 
negative ring to it. So before you mention 
those dreaded words, build a relationship 
with your staff and volunteers first.

Four tips
1. Don’t lead with compliance. Yes, 
mandatory training has to be done, 
but don’t make it the first experience 
that staff have of L&D, otherwise that’s 
what you’ll be remembered for.

2. Try putting the personal needs 
of your staff and volunteers first, 
whenever possible. Ultimately your 
organisation will reap the rewards.

3. Take a good hard look at your 
induction programme. Do new staff 
feel valued and supported by you, or 
are you just ticking boxes? Building a 
great relationship from day one makes 
it easier to then tackle compliance. 

4. Think about the language that you 
use when marketing courses and 
resources to your workforce. Why 
should they care, what’s in it for them?

I’d love to hear about great 
examples of tackling compliance and 
induction. Please get in touch if you 
have a case study you’d like to share: 
martinbaker@charitylearning.org.

This article has appeared on  
www.TrainingZone.co.uk – a fantastic, 

free online resource for L&D practitioners

Martin Baker is the founder  
and CEO of the Charity  
Learning Consortium

Are you winning hearts and minds?
Charitable organisations get a 20% discount to Driving Performance Through 
Learning by Andy Lancaster. Published by Kogan Page, it’s a fantastic 
handbook to help you develop 21st century employees, through effective 
workplace learning.

The book is packed with really practical hints and tips on defining needs, tracking 
impact, facilitating communities, leveraging digital and embedding coaching. 

Use the code PHR20 when purchasing the book at  
www.koganpage.com/DPTL 

Andy Lancaster is the Head of Learning at the CIPD  
He’ll be presenting at various Charity Learning Consortium events in 2020
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CASE STUDY: SHELTER

In 2007, when Katharine Nice 
started working in the training 
department at Shelter, Gordon 
Brown was Prime Minister, the 
first iPhone had only recently been 

launched and the ban on smoking 
indoors was just coming into force. “It 
really was a different world,” she says.

“We were quite absorbed by getting 
courses out to the organisation but not 
too worried about the development 
bit. We were very process focused, 
and that’s a tough one to get away 
from. I guess you could say we were 
order takers. 

“We had very little curiosity about 
what was going on in the organisation 
and we were in a bit of a bubble in 
head office. We were two people in a 
team of about 15 HR professionals and 
we didn’t exist as L&D.”

Today, Katharine is one of an eight 
strong L&D team which is part of a 
wider people directorate. How have 
they transformed from two people 
with a book of training courses to 
being at the heart of delivering real 
business needs? 

The lightbulb moment
The massive shift in thinking came 
about almost by chance in 2014. 
Katharine’s mentor showed her an 
article on business partnering, which 
described working in a consultative 
way to identify business needs and 
solutions: “It was my ‘ta-da’ moment,” 
she says.

Initially, she approached the 
organisation in Scotland, as they were 
smaller and hopefully more receptive. 

She learned about their business needs 
– not just their learning needs – what 
they were trying to achieve and where 
they needed help. The L&D team 
were then able to involve themselves 
in management conversations. “We 
sounded more like business partners 
rather than just L&D coming up and 
putting on training courses for them.” 

The organisation loved this new 
approach so much she was able to 
hire a business partner, and there are 
now three business partners working 
in the L&D team. Working in this 
way, to identify business needs and 
appropriate solutions, has transformed 
L&D at Shelter.

Katharine highlights some of the 
results from this new way of working, 
from putting business and learner 
needs first.

A new approach
Managers heading the charity’s 11 
hubs have different needs to others. 
They have to wear many hats: 
budget holder, operations manager, 
recruiter, line manager, and partner 
with their local authority. They’re local 
champions, reinforcing the front line of 
Shelter’s services, working to protect 
the rights of those at the sharp end of 
the housing crisis. The role comes with 
enormous and varied challenges. As a 
result, L&D put together an 11 month 
programme for them, which included 
face to face training, mentoring, 
support and action learning sets to 
continue the work. Assessments were 
all work based and delegates received 
ILM accreditation at the end.

“By working with the senior 
leaders and with the hub leaders 

Training order takers to business partners
Katharine Nice joined Shelter in 2007 as the training and development coordinator on a 
temporary eight month contract. Twelve years later and she has led a total transformation of 
the learning culture at the housing campaigning charity. She explains how she has transformed 
from training order-taker to leading an L&D team focused on real business needs.
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CASE STUDY: SHELTER

themselves, we were able to analyse 
their needs. The result was that 
we were able to put on a program 
that wasn’t just ‘put everyone on a 
course and give them a nice lunch’.” 
says Katharine.

Learning pathways
In 2016 the Charity Learning 
Consortium introduced new features 
called RoadMap into Moodle’s learning 
management system.

Katharine was one of the first 
Consortium members to take 
advantage of this, creating learning 
pathways for key groups and people 
in specific teams.

Adopting this approach, putting 
learners’ needs at the centre, 
the L&D team have transformed 
Shelter’s eLearning platform into 
a ‘one stop shop’. All learning 
resources can now be accessed 
easily from the platform, including 
links to relevant YouTube videos, 
downloadable PDFs, as well as 
eLearning and learning pathways. 

“This has been amazing,” said 
Katharine. “Our staff can’t get 
enough of it. In the past we were 
guilty of just chucking a few 
resources online – especially the 
mandatory stuff – and seeing who 
accessed it. This new approach has 
been a revelation.”

Working collaboratively
Turning the eLearning platform into 
a one stop shop has also created a 
space where everyone can pool their 
resources, avoiding duplication of time 
and effort.

“It’s allowed us to collaborate 
properly. And I know that 
sounds really simple, having one 
shared space everyone can use 
isn’t maverick at all, it’s really 
straightforward. But it’s become a 
forum for key collaborators to use and 
come together,” she explained. 

Transformation
Between 2007 and 2014 the L&D 
team tried to launch an online 
performance management form 
twice – and failed. Eventually they 
were successful, and the return rate 
for a new appraisal form soared 
from 21% to 99% in the space of a 
year. The team was justifiably proud, 
but the needs of any organisation 
constantly evolve. 

“Suddenly performance in Shelter 
became about the form and people 
were using it to hide behind,” said 
Katharine. “Something had to change.”

After brainstorming, they decided 
to rebrand and get rid of most of 
the paperwork. The new form is 
deliberately minimal, putting managers 
in the driving seat. 

Performance related pay (PRP) was 
also roundly disliked. They fed this back 
to the Board and PRP was scrapped 
“to the delight of the organisation,” 
says Katharine. 

The decision is a real sign of the 
esteem in which L&D is now held: “We 
didn’t have a replacement so it was 
quite a bold thing to do to take away 
PRP and not replace it with anything. 
But the organisation trusted us enough 
to go away and look at a new strategy.”

What next?
It’s a really exciting time for Shelter, with 
a new strategy to take them through to 
2022, to ensure the organisation is fit for 
purpose, to combat the housing crisis 
with newfound courage and shared 
purpose. There’s still a need for courses 
– both eLearning and face to face – 
alongside development. But the focus is 
firmly on putting people first, rather than 
being absorbed by the training process. 

Katharine also recognises the need 
for L&D practitioners to continue 
learning themselves: “We need to think 
about our own development to become 
better, and the events that the Charity 
Learning Consortium organise have 
really helped us with that,” she says

“Ultimately, we just need to have the 
curiosity, bravery and confidence to 
probe and ask questions, so we don’t 
just stick to being training order takers.”

Lessons learned
Be curious: More than anything else 
I’d say be curious, ask questions, and 
keep asking why you are doing what 
you are doing.
Keep listening: Change happens fast, 
so keep listening to the needs of your 
organisation, your staff, your workforce. 
Listening is a real skill, and what 
people say may be uncomfortable to 
hear but it’s a vital part of continuing to 
transform in L&D.
Collaborate: Learning from one 
another is vital, and for me, the Charity 
Learning Consortium is central to 
that. For example, I got the idea of 
Ted Talk Tuesdays from a speaker at 
a Consortium event. Together we can 
achieve so much more than on our own.
Find your centres of excellence: 
Where is the great work taking place 
in your organisation and what can you 
learn from it? 
Take baby steps: Rather than rolling 
out a big new initiative, with great 
fanfare, a pilot gives you the chance to 
test and refine what you’re doing. 
Small changes, big difference: When 
I look back at the changes that have 
happened in L&D over the last 12 years 
in Shelter the transformation has been 
accumulative. It’s lots of little things that 
have eventually made a big difference.
Fail fast and move on: You’re not 
going to get everything right straight 
away, so embrace the ethos of build, 
test and learn.

Read the full case study at  
www.charitylearning.org/case-studies

Katharine Nice is the Head of 
Learning and Organisation 
Development at Shelter

charitylearning.org @charitylearning
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When Royal 
Voluntary 
Service joined 
the Charity 
Learning 

Consortium in 2005, as one of its 
founding members, its eLearning 
system was clunky and the focus 
was purely compliance. There was no 
L&D team to drive eLearning, so not 
surprisingly, it wasn’t that popular. 
Today the much-loved charity has an 
L&D team which is creating multimedia, 
bespoke resources and courses as 
part of a blended approach to learning. 
Content used includes a wide range of 
eLearning and videos from the Charity 
Learning Consortium. 

The L&D team is focused on 
supporting the learning culture at 

Royal Voluntary Service, on developing 
a great user experience, and aligning 
everything to the organisation’s 
core values and needs. How did 
they achieve such an incredible 
transformation? Members of the L&D 
team explain some of the challenges 
they faced along the way, and how 
they overcame them.

The learning challenges 
With 20,000 volunteers, as well 
as 1,200 staff, the sheer volume of 
numbers using eLearning created real 
challenges for the charity’s small L&D 
team. Jen Williams and Peter Wright, 
Digital Learning Designers, found that 
a large part of their day was spent 
answering queries. 

The charity’s eLearning site wasn’t 
easy to navigate, which made it 
difficult for people to find what they 
needed. eLearning had traditionally 
been focused on compliance, so it 
didn’t have a great reputation to start 
with, so this just made matters worse. 
All round, it wasn’t a great experience 
for anyone.

“We had a huge number of inquiries 
every day,” explains Jen. “We’d 
spend our days answering phone 
calls and emails about passwords 
and site navigation and courses not 
completing properly.”

Three key things helped the 
L&D team transform learning and 
development to the vibrant offering 
that it is today. They transformed the 
eLearning experience, encouraging 
self-help; turned their eLearning site 
into a one stop shop for everything 
related to learning and development; 
and have spent considerable time and 
effort to inspire a new learning culture 
at Royal Voluntary Service. 

Encouraging self help
When Peter Wright joined the 
charity in 2017, he started keeping 
a spreadsheet to analyse where all 
the enquiries were coming from. This 
helped the team understand what 
needed to change. 

Improving navigation and 
signposting on the charity’s 
eLearning site, introducing self-
help elements, such as answers to 
FAQs, were made a priority. Changes 
like these have made a massive 
difference to the user experience. 

An FAQ document explains how to 
log in, find and access courses from 
different types of devices, and aims 
to answer any technical issues users 
might experience. As a result, they’ve 
noticed a huge reduction in enquiries. 

“Previously we’d be swamped with 
daily phone calls and emails about 
basic issues such as users accessing 
the site. These could take the whole 
morning to sort out. The phone barely 
rings for stuff like that now,” says Peter. 

Transforming 
L&D at Royal 
Voluntary Service
Learning and development at Royal Voluntary 
Service has been transformed into a vibrant, dynamic 
offering. Find out how the L&D team has encouraged 
self-help, turned its eLearning site into a one stop 
shop and inspired a new learning culture.

CASE STUDY: ROYAL VOLUNTARY SERVICE

charitylearning.org @charitylearning
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CASE STUDY: ROYAL VOLUNTARY SERVICE

•  Training packs enabling managers to 
deliver face to face courses locally

•  Webinars
•  PDFs
•  Tutorials
•  Videos
•  The full training portfolio and a 

training calendar, so users can 
see what face to face courses 
are on offer 

Once logged in to the system, a short 
welcome video explains how Royal 
Voluntary Service’s eLearning site 
supports people in their roles. 

A compliance matrix and learning 
pathways have also been developed, 
to show what training is essential or 
recommended, to lead them through a 
learning journey. The team is planning 

to do further work to enhance this, 
continuing to develop learner pathways 
and develop a wide range of resources 
to support soft skills and personal 
development. Optional feedback 
buttons have also been added to some 
modules, as a trial, with comments 
helping to inform the work that the 
team carries out. 

“We want our site to be the 
only place for our volunteers and 
employees to access learning 
materials,” explains Jen. “We 
want to minimise them seeing the 
site as being just for compliance 
or mandatory training and be 
somewhere they want to come, rather 
than have to.”

Learning culture
When Stacie Lloyd was first promoted 
to Training Manager in 2018, she made 
the learning culture at Royal Voluntary 
Service her top priority.

She spent time with key people 
across the organisation including 
the CEO, directors and heads of 
departments, to understand the 
business needs and challenges. She 
created a training needs analysis and 
an ambitious corporate training plan 
and portfolio. She also developed 
a strategic intent, to outline how 
the L&D team would support the 
organisation’s needs.

“It was months of work to bring 
training, learning and development to 
the forefront of the charity, which had 
been missing for quite some time,” 
explains Stacie. “But we’ve got a real 
buzz around learning now.” 

The team is continuing to build on this 
momentum, sending out communications 
as often as they can – and not just about 
mandatory training that people need to 
book onto: “We try and send out some 
inspiring ones as well!” 

The team are also trialling a new 
training request form. They send 
this out as soon as they get an initial 
enquiry. This is designed to encourage 
people to think a bit deeper about their 
request: the business challenge they’re 
facing, their desired objectives and 
how they’re linked to the organisation’s 
strategy, and whether eLearning, or any 
kind of learning and development is the 
right solution. When learning is needed, 
the form also prompts those requesting 
its creation to think about the materials 
they can provide, and the commitment 
they can make to developing something.

“We want everyone to really think 
about the learning environment and 
learning culture at Royal Voluntary 
Service,” says Stacie. “Learning isn’t 
always the answer, but when it is, 
we want it to be a great experience 
for everyone.”

Hear more great case studies  
at our members meetings.  

See the dates on the back page 

“We aim to inform people so they can 
solve their own problems, rather than 
doing everything for them. It means 
they’re better equipped to work their 
way through the site successfully.”

“We’ve tried really hard to make 
everything bright and simple, to make 
it less overwhelming for the user and 
to make their learning pathway a 
little clearer,” adds Jen. “We’ve really 
focused on user experience. We want 
to make sure learners have the best 
experience possible so they’re going to 
come back!”

A one stop shop
The L&D team have transformed 
their eLearning site into a central 
hub for everything related to 
learning and development. 

Rather than have resources spread 
out across the organisation, on various 
systems, everything is now in one 
place. The charity’s Learning Site 
doesn’t just offer eLearning, it’s a 
document library for anything related 
to development. Staff and volunteers 
can find a range of multimedia 
resources to help them, including:

•  eLearning provided by the Charity 
Learning Consortium 

•  Bespoke resources and courses 
created in-house. Peter and Jen 
are using a variety of tools such as 
Storyline and Powtoon to create 
engaging, interactive content

•  Workbooks as alternatives to 
eLearning modules, so there’s a 
choice of how to access materials

Stacie Lloyd is the Training 
Manager for Royal Voluntary 
Service. She works with Digital 
Learning Designers Jen Williams 
and Peter Wright 



charitylearning.org @charitylearning 7

TOP TIPS: LEARNING ANALYTICS 

Derek Mitchell currently leads 
Insights and Analytics across 
Colleague Experience at Tesco 
Bank. He can provide charities 
with a free sentiment worksheet 
and talk you through how to use it 
(no technical knowledge required)

How to  
measure 
learning
Derek Mitchell is a man on a mission. 
He wants to demystify data, and 
make L&D practitioners’ work easier 
in the process. He explains why 
we’re measuring the wrong things, 
and explains how easy it is to track 
the seemingly impossible: those all 
important changes in performance.

Attributing a positive 
change in performance 
to L&D is easier than 
most people think. I can 
show you how to take 

a data driven approach to improve the 
quality of survey responses and reduce 
the effort in understanding them.

To understand the learner 
experience, L&D typically issues happy 
sheets after a training event. These 
contain questions along the lines of: 
What did you think of the room or food; 
how could we do better next time; how 
did you find the training etc. As a data 
and efficiency guy, I have two problems 
with this line of questioning:

1. Consistency
One week, for one course, we might ask 
‘Did you enjoy the training?’ The next 
week, for a different course, we might 
ask ‘How did you find the eLearning?’ As 
you’re not comparing like with like, you 
can’t compare the answers, so you’ll never 
know if things are getting better or worse.

2. The problems with open ended 
responses and drop-down lists
Limiting respondents to a drop-down 
list may feel efficient, but we can only 

guess what is important to learners, so 
this doesn’t allow for anything we’re 
not aware of.

Free text open responses, on the 
other hand, are fantastic… assuming 
you have the text analytics capability to 
remove bias from interpreting results; 
that your categorisations are consistent; 
and that you’re storing all the responses 
to understand shifting trends. Take this 
approach and you’ll have made things 
very difficult for yourself. 

As an example, look at the following 
piece of feedback: “The course was 
excellent, but I found the concepts 
difficult, the trainer was helpful, but the 
room was cold.”

To manually categorise this, we may 
interpret it as positive: it was excellent, 
and the trainer was helpful. But 
someone else may think it’s negative: 
the concepts were difficult, and the 
room was cold. From a data perspective, 
this is actually a neutral statement, the 
math goes something like this: 

Excellent +1 Helpful +1 Difficult -1 
Cold -1 Sentiment score = 0

It’s also hard to understand what’s 
important to the learner, and what we 

need to change. The room was cold, so 
next time we could turn the heating up. 
But what if everyone else was fine and 
we’re now over cooking them? It’s hard 
to take action on individual responses. 
Once we get dozens, or hundreds or 
thousands of responses like this, who 
has time to read them?

More for less
Incredibly, we can overcome interpretive 
bias, understand what is most important 
to learners, gather actionable feedback, 
and analyse tens of thousands of 
responses in the click of a finger – with 
no specialist tools – by asking just one 
very simple question: Describe your 
learning experience in one word.

This question reduces effort for 
learners, and nudges them to confess 
what’s most important to them. In the 
example above, the response may be: 
excellent, helpful, cold, complex, or 
something different. If you see the same 
or similar word appearing multiple times, 
then you’ll know what needs to change.

You can use a simple lookup in 
Excel to count the number of positive 
and negative responses and track 
them over time, to see if they’re 

getting better or worse – and then 
find out why.

It’s a myth that learning analytics is 
difficult, complicated, or expensive. 
Understanding the learner experience 
to optimise it is actually cheap and easy 
and can be deployed in less than a day.

The beautiful, distinctive artwork on this 
page is from Krystyna Gadd. An L&D 

consultant with over 30 years experience, 
she’s the author of How Not To Waste 

Your Money On Training. Find out more at 
www.howtoacceleratelearning.co.uk
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So, you’ve bought the 
most fantastic LMS and 
filled it with relevant, 
bespoke resources. You 
have (to adapt the well-

known phrase often used in learning 
and development) built something 
expecting your learners to show up. So, 
where are they?!

Well, let me share my marketing 
‘secrets’ with you which I hope will 
help. There are three really simple 
golden rules to marketing pretty much 
anything, whether it’s washing up 
liquid or eLearning, that should help 
you engage with your learners.

What is it?
We all know what washing up liquid 
is – so why do manufacturers like 
Procter & Gamble continue to spend 
millions of pounds on advertising? 
It’s to keep their brand right in front 
of you, so the next time you go to the 
supermarket you’ll hopefully choose 

Fairy Liquid. They’re reminding you, so 
you don’t forget.

When it comes to eLearning, you’ll 
have wasted a considerable amount 
of time and money if your staff and 
volunteers don’t know that it exists. 
And telling them just once simply 
doesn’t work. There’s an art to spacing 
out reminders (Will Thalheimer’s 
work on spacing is really interesting) 
and manufacturers don’t advertise 
continually, but they do advertise 
regularly and in all sorts of different 
ways. In advertising terms this is 
known as effective frequency but its 
principles are similar to the learning 
curve – which you’re probably more 
familiar with – ie greater frequency 
generally equals more effectiveness. 
According to research by Eisend & 
Schmidt an advert may only ‘work’ 
after being seen 10 times. So get 
inventive and think like a marketing pro 
to advertise your eLearning wares.

Advertising doesn’t have to be 
expensive or time consuming: some 

of the best ideas are the simplest. 
At one of our Charity Learning 
Conferences we learned about an 
L&D poster campaign in the toilets 
at Google HQ, appropriately called 
Learning on the Loo. Yes, really! And 
it worked. Our members have found 
that using ambassadors or just the 
enticement of cake or chocolate or 
some branded mugs can help get 
people engaged with what you’re 
doing, particularly when launching 
something new. Why not start 
with a competition to name your 
learning management system (LMS)? 
Or simply focus on marketing a 
course of the month: these types of 
initiatives help to keep learning fresh 
and interesting.

What does it do?
Marketing works by persuading people 
that buying into a product will change 
their lives for the better in some way, 
whether it’s making your dishes 
cleaner, or your clothes or your teeth 
whiter. So do your staff and volunteers 
know what your eLearning can do? 
What’s in it for them?

Make your purpose really clear. 
Rather than advertising eLearning, 
use messages that explain that your 
online resources can help them work 
smarter, faster, better. Who wouldn’t be 
interested in that? Better skills may also 
help them progress in their careers. Think 
about your eLearning and resources as a 
product and sell the benefits.

What can really help here is to 
think about your elevator pitch ie how 
would you market your eLearning to a 
member of staff in just a few minutes, 
or in a few short words or sentences. 
Supermarkets are great at doing this. 
I bet you can think of some of their 

What
is it?

Where
can I

get it?

What
does 
it do?

Martin’s marketing secrets
Martin Baker explains his Fairy Liquid approach to marketing. It’s simple and effective, 
and works for marketing almost anything, but you’ll have to wash the dishes yourself!

An advert may only 
‘work’ after being 

seen 10 times
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TOP TIPS: MARKETING

logos, such as: Tesco: Every little helps 
or Sainsbury’s: Live well for less

Using the supermarket example, 
how would you sell the benefits of 
your eLearning in just a few words? 
Use your message to create some 
distinctive ‘advertising’ using your 
charity’s recognisable colours and 
brand. Advertising doesn’t have to be 
complicated, it can be as simple as an 
email; an item in your newsletter; an 
obvious button on your Intranet; some 
posters; mentions on social media. 
Everything you do should amplify your 
message, not just that eLearning exists, 
but exactly how it can help support 
your staff and volunteers.

Where can I get it?
Fairy Liquid isn’t just for sale in one 
supermarket, it’s available in all of 
them – as well as your corner shop 
and through online retailers etc. That’s 
because people shop in a wide variety 
of ways: they might pop to the garage 
on their way home, go to a local shop 
near the farmers market on a Saturday, 
and to an out of town superstore once 
a month. If Fairy Liquid was only for 
sale in Sainsbury’s, its audience would 
be cut down considerably – and this is 
the same for eLearning.

The trick is to make your product 
available everywhere, on demand, 
24/7, at work and at home, on mobile, 
tablet and desktop. Make your 
eLearning easily accessible wherever 
your learners are, exactly when they 
need it. Keep reminding them so 
they remember where to find it. Only 
allowing learners to access eLearning 
one way – with restrictions on logging-
in, for example, so it’s only accessible 
at work and not at home – will simply 
put them off. Adam Harwood calls this 
‘friction-free L&D’. He’s previously led a 
popular workshop on this very topic for 
our members.

So are there any barriers stopping 
your workforce from accessing your 
eLearning? If so, what are they, and what 
can you do to remove them? How many 
passwords do they have to remember, 
for example, and how many ‘clicks’ does 
it take to reach? We worked with Phil 
Maynard of World Animal Protection to 
create a single sign on system so learners 
can log in directly from Office 365. It’s the 
sort of thing that learners have come 
to expect and might not even notice. 
But create barriers and they might not 
bother logging in that day – especially 
if they can’t remember their password.

Ultimately, if your learners are happily 
accessing eLearning and your LMS as and 
when they need it, supporting themselves 
at the point of need, then that’s wonderful 
(and how on earth did you manage that?) 
But if no-one is using your eLearning 
and you have compliance deadlines 
looming, then think Fairy Liquid!

I’d love to hear how you market your 
eLearning. Please connect with  
me on LinkedIn or email me at  

martinbaker@charitylearning.org

Martin Baker is the founder and 
CEO of the Charity Learning 
Consortium, a unique group of UK 
based charities collaborating to 
make eLearning both affordable 
and effective. He’s been involved 
in eLearning for more than 25 
years and is known for being a 
passionate advocate for using 
a digital approach to support 
the skills of staff and volunteers. 
Martin is pictured on the front 
cover of Training Journal

Seven deadly strategies for  
increasing learner engagement
1. Understand your learners
In order to engage staff in learning, you need to understand their needs and 
preferences, and what motivates them. Today’s learners simply expect more 
choice, so design learning strategies that truly engage and support their needs.

2. Make inspiring, relevant and accessible content
Collaborating with your audience is by far the best way to create relevant 
content and ensure it reaches the right people. Involve them from the start. 
Encourage staff and volunteers to share what they have found useful, perhaps 
by blogging, creating videos and adding to wikis and forums.

3. Equip stakeholders with the right resources
Equip line managers with resources to support teams to get the most out 
of technology-enabled learning. Colleagues and team members can be 
overlooked as stakeholders, but their influence and potential support goes way 
beyond formal coaching and mentoring in the workplace.

4. Support learning in the workflow
Learners are motivated by using technologies that allow them to network and 
learn with, and from, others. How are you supporting this? Make knowledge 
sharing simple, rather than adding complexity or stress to an already over-
stretched workforce.

5. Minimise the barriers to poor engagement
Technology should be an enabler rather than a distracter. Seamless 
experiences lead to seamless learning.

6. Develop a strategy for winning hearts and minds
All levels of your organisation need to believe in, and support, a tech-enabled 
learning strategy in order for it to be successful. Senior managers are critical in 
promoting a learning culture and their reluctance to engage with technology 
can restrict innovation. Work closely with managers to build commitment and 
trust, unlock talent and fulfil potential.

7. Celebrate success
Are you celebrating the success of your learners? Are you promoting the 
benefits that your learners can testify to? Circulate positive feedback and 
celebrate your success as an L&D leader, no matter how small.
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TOP TIPS: NEUROSCIENCE 

L earning is a cognitive 
process, so if you want 
your staff and volunteers 
to adjust, adapt and 
develop as they learn, 

here are some key things to 
remember when creating resources 
and courses.

Don’t drain the brain
The part of the brain associated with 
conscious, rational decision making 
is a limited resource like a battery: 
the more it’s used, the more it’s 
depleted. It’s important to recognise 
this. You basically have to convince 
learners’ brains to give their attention 
for long enough for things to ‘stick’ 
and habits to be adjusted. So the key 
is to get attention, hold onto it and 
change habits. These are difficult but 
achievable challenges. You can increase 
success by drawing on insights from 
neuroscience to help structure both 
your design and delivery.

To get people’s attention you 
need to convince the brain’s 
processing gatekeeper/filter (called 
the reticular activating system) that 
the information is interesting and/
or important. We can get a VIP pass 
by ensuring the content ticks the 
following boxes:

•  It’s based on need
•  Learners have a conscious,  

active choice
•  It’s personalised
•  There’s a challenge
•  It’s novel
•  There’s variety

Once you have people’s attention, 
holding onto it for long enough is 
essential. To achieve this, your learners’ 
emotional state (amygdala) and reward 
(dopamine) will be crucial. This is 
known as RAD learning, a concise and 
useful model to consider for L&D. (To 
find out more about the model, have a 
look at the work of Judy Willis.)

No stress please
Ideally, learners should be in a state of 
‘relaxed alertness’. Content, and the 
overall experience, should be emotive 
rather than dry or boring, but in a way that 
doesn’t leave learners anxious or stressed. 
They need to feel safe and supported to 
be willing to explore and engage with 
content, let alone put themselves outside 
their comfort zones. Ensuring a focus on 
a positive, attainable future is important.

Pavlov’s dogs!
Dopamine has a range of effects on 
humans, one of which is its relationship 
with reward and the expectation of 
it. You could also think of dopamine 
like a ‘save’ button. It can help the 
brain identify valuable information and 
actions that should be remembered, as 
they result in something desirable. This 
could also mean avoiding something 
we don’t want.

We can encourage dopamine through:

•  Social activity
•  Physical activity
•  Achievement /feedback
•  Helping others
•  Humour

Rewiring brains
Our brains are incredibly adaptable, if 
we’re willing to engage our attention, 
thinking and behaviour for long 
enough. The underpinning mechanism 
that supports this adaptability is 
neuroplasticity. This is the brain’s ability 
to re-wire itself, to support what we 
do regularly – at the cost of things we 
have given less focus or practice to. In 
L&D terms we can increase learning 
transfer by:

•  Priming learners; ‘flipping’ the 
classroom

•  Doing less, but doing it really well
•  Staged repetition, or spaced learning
•  Deeper processing of information
•  Incorporation with existing concepts
•  Application
•  Practice (testing)
•  Consequences (getting something 

good or bad)

In a nutshell
•  Think of L&D as a cognitive process, 

not just a programme or event
•   Pay attention to managing the 

cognitive ‘fuel tank’ and emotional 
state – yours in the design and 
delivery and your learners in the 
delivery/embedding stages (think 
food/fuel, rest, breaks, variety)

•  Disrupt and challenge your own 
habituated thinking during design 
and delivery

•  Design-in a balance of learning 
knowledge alongside practice ie 
not just listening to an ‘expert’ but 
actively doing something with the 
information/model 

•  Consider learners’ processing capacity 
when designing solutions – where 
possible aim to do less, but well

•  Allow sufficient time for reflection for 
insight to occur

•  Design reminders, repetition and 
reward into L&D activities

•  Use RAD learning to encourage 
engagement, retention and application

Read more great articles like this at  
www.charitylearning.org

Creating 
brain friendly 
learning
Gary Luffman gives his tips on using 
neuroscience to create brain friendly learning.

Gary Luffman is an occupational 
psychologist and Director at 
Think Change Consulting  
www.thinkchangeconsulting.com 
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I nduction was frankly 
counterproductive at World 
Vision UK. Your first day was 
spent in the classroom with a 
whole host of people talking to 

you, including hours of advice and 
endless policies and practices. This 
goes against everything that L&D 
practitioners know about how we 
learn and was information overload. 
Meanwhile, because new starters 
hadn’t been through GDPR training 
they couldn’t access IT systems, had 
to fill in lots of forms in duplicate and 
had no security card – which they 
needed to access the loo! 

If this sounds depressingly familiar, 
then Michelle Coates’ approach to 
changing this, with virtually no budget 
at all, is not. She decided to employ a 

Kaizen approach – to eliminate things 
which were simply not adding any 
value for the employee. 

“This all came about because we 
had talked about how we had many 
celebrations and leaving dos but didn’t 
celebrate staff arriving,” explained 
Michelle. “Also, the stuff we were 
asking of new starters was to make 
all our jobs easier, not because we 
thought they might appreciate it!” 

When they surveyed staff who 
had started through the old induction 
process, 50% during a six month 
period said ‘No’ to feeling ‘valued 
and welcomed into the organisation’, 
which confirmed they had a massive 
shift to make. 

Michelle put a small team of 
stakeholders together, that fed into 

the induction process. The group 
included the recruitment specialist, 
building managers, IT representative 
and a current manager. They consulted 
recent starters and took a good hard 
look at induction. Some of the things 
new hires were being asked to do were 
pointless – or were necessary but were 
not adding value for the employee. 
Instead, the team worked out what 
was important for new employees 
and put those needs centre stage, and 
designed a new induction process 
around that. The focus now was on the 
quality of the experience.

Since the pilot and rollout, unsolicited 
feedback has been amazing. One new 
starter tweeted: “Thanks World Vision 
UK for an amazing first day at the 
office. What a welcome!”

CASE STUDY: WORLD VISION

Michelle Coates has transformed induction at World Vision UK, creating bespoke videos as 
part of an engaging blended programme to get new staff off to a great start from day one.

Taking induction out of the classroom

The transformation 
journey
1. Allow staff to get to know their 
team on day one. New starters 
wanted to get to know the teams they 
would be working with on day one and 
spending a day in the classroom was 
preventing that. They also had simple, 
practical questions about where to 
eat and what to wear but they didn’t 
have to be in a classroom to find these 
things out. Classroom training had to 
go, to be replaced with self-directed 
learning. 

2. Information overload doesn’t 
work. The theory of spacing learning 
is supported by science but is also 
common sense – overloading new 
starters with policies and practices on 
day one doesn’t work. But because 
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of the nature of the work that World 
Vision UK carries out, some staff 
do have to be compliant in certain 
safeguarding standards, for example, 
before they can go into the field. 
Michelle decided to take a new drip 
feed approach to induction, with a 
combination of vital processes and 
useful information sent to employees 
before they even start, to speed up 
joining and help answer some of their 
practical questions. Information that 
wasn’t essential to them starting work 
on day one could follow in stages.

3. Create bespoke resources. There 
are huge benefits to creating your own 
resources, as it means you can add vital 
context. Michelle used her smartphone 
to create little videos, interviewing 
staff to find out what questions they 
would have liked answered before they 
joined. She created some engaging 
content to sit alongside the important 
processes that still had to be done.

4. Streamline paperwork & processes. 
Michelle was keen to eliminate having 
to fill in forms in triplicate and avoid 
the frustration of starting work and not 
being able to log onto a computer on day 

one. In an ideal world, she would have 
liked World Vision UK’s HR system and 
people platform to ‘talk’ to one another, 
as that would have made automating 
certain processes possible, like gaining 
a security card. But this wasn’t an easy 
task, and she had no budget for the 
coding that would have been required. 
Instead she has streamlined manual 
processes as much as possible and also 
created a booklet for managers, to show 
them exactly what they need to organise 
for their new starters, to make joining 
easy. It means that new hires also stay 
within their teams on day one.

Beyond the pilot phase
The new blended induction programme 
now contains a mix of curated and 
created content, including eLearning 
courses provided by the Charity Learning 
Consortium. After an initial pilot, it’s been 
rolled out to a second cohort. Feedback 
will continue to inform induction at World 
Vision UK, but the pack has been well 
received. There are obvious cost savings 
involved, but saving money was not the 
priority and the focus was very much on 
the experience.

The human touch
Michelle has taken a hands-on 
approach to transforming induction. 
She personally greets every new 
starter on day one, to welcome them 
and make sure that everything is in 
place. When she hasn’t been able to 
do that face to face, she has organised 
a skype video call with them instead. 
In their first month, she also brings 
any new starters together for an 
Afternoon Tea with PBE (the People 
& Business Excellence team). These 
are simple things that make new staff 
feel welcome. They see a friendly face, 
know that help and support is available 
and where to go to find it, but they are 
also free to get on with settling into 
their job rather than into the classroom. 

Lessons learned
Collaboration counts. ‘Being part of 
the Charity Learning Consortium has 
been enormously helpful, in more 
ways than one. We were inspired 
to create the induction videos by a 
Consortium workshop led by Adam 
Harwood. And we also became part of 
a small networking group of charities 
that we met through the Consortium 
– which included Teach First and 
Sport England – and we really learnt 
from them. We basically swapped 
knowledge, and begged, borrowed 
and stole ideas! I don’t think we could 
have achieved so much without this 
element of collaboration.’

Don’t wait for perfection. ‘We were 
also inspired by Michelle Parry-Slater’s 
‘no plasters’ approach. When we 
launched the pilot we knew that we 
were about 40% there with the new 
induction pack, and with the second 
cohort I think we’re up to about 85%. 
But we decided to launch it, to get it 
out there. We ripped the plaster off, 
and we’re refining along the way. 
You just can’t be agile if you wait for 
everything to be perfect.’

For more inspirational stories of affordable 
learning success, watch the spotlight 

on charities on Learning Now TV, a free 
internet channel dedicated to L&D  

www.learningnow.tv

CASE STUDY: WORLD VISION

New look induction
•  Part One: Induction – their first day to the fourth week of employment
•  Part two: Probation – fifth week to six months of employment
•  Part Three: Integration – ongoing development & wellbeing activities 

throughout employment

Michelle Coates is the L&D Officer 
at World Vision UK and the L&D 
Professional of the Year in the 
Charity Learning Awards 2019. 
She’s pictured left, receiving her 
award. She was also shortlisted in 
the Training Journal Awards 2019

The Kaizen method
World Vision International 
encourages staff to use a Kaizen 
approach to challenges and 
process change, with inhouse 
‘Sensei’ available to help 
facilitation. Training involves 
progressing through various 
stages, such as green belt and 
black belt. Michelle Coates is an 
aspiring green belt herself. She 
describes the step by step Kaizen 
method, using the lean six sigma 
methodology, as a brilliant way to 
solve problems. 

12
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Adopt the right mindset
Let the problem drive the solution: 
Start by assuming that all training 
is about knowledge transfer. Don’t 
sheep dip! Don’t just throw training at 
problems. Instead of producing a huge 
calendar of training, what else can be 
used to meet needs? 

Maximise time together: If you have a 
full days training course, focus on a few 
different subjects to make it worthwhile.

Design in an agile way: Training and 
refreshers should be timely. Ensure 
training evolves, ideally to fit every 
need or circumstance. 

Use the language of your learners: 
Staff won’t necessarily know what 
learning transfer means. Keep 
articulating the value of learning.

Collaborate: Sustainability includes 
collaborating with contractors like the 
Charity Learning Consortium. 

Network across the organisation; make 
significant friends.

Training starts before people enter 
the room: They should know what 
is happening, why and how to put it 
into practice.

Enhance the environment for learning: 
What can you do on the day of training 
to make it easier for people to learn?

What happens next
Develop managers’ skills: Ensure 
managers have the confidence to 
keep conversations going beyond 
initial training.

Keep reminding: Publish top tips from 
mandatory training on internal forums. 
Add feedback into a postcard to send, 
so participants get timely reminders.

Time to practice is essential: Courses 
can be great but ensure people get 
time to use what they’ve learnt. Make 
action plans to get skills used. Build 
this into training plans.

Lunch time learning: For example, 
make podcasts available to learners 
post training, to keep learning alive.

Space learning: Set up questions to 
go out to staff post training, to check 
knowledge later down the line. 

Make sure you follow up: Stop asking 
people on happy sheets what they’ll do 
when they get back to the workplace 
– make a commitment to see what is 

happening instead. Are they using the 
skills they learned? If not, why not? 
Find a way to make them stick, perhaps 
using a different style of training.

Feedback: Ask people before training 
about what is needed, then a follow up 
questionnaire on how it’s being used. Use 
feedback to inform what happens next. 

Encourage sharing
Share in team meetings: Encourage 
learners to share information with 
colleagues post training.

Identify subject matter experts: 
Establish who the SMEs are in the 
organisation, who is trained and skilled 
on what. Share the knowledge wealth. 

Use a ‘train the trainer’ approach: If 
training is cost-prohibitive, take the 
financial hit for one user but then get 
them to inform and train others. 

Establish champions: Find skilled and 
knowledgeable champions to promote 
different areas of learning. 

Share socially: Plug social tools like 
Yammer into the Moodle LMS provided 
by the Charity Learning Consortium.

TOP TIPS: LEARNING TRANSFER

Chris Williams is the L&D Project 
Development Lead at Change 
Grow Live. He won the Charity 
Learning Award 2019 for being 
the Top Community Contributor

Top tips for learning transfer
How can L&D professionals support people so they can put what they’ve learnt into practice?  
Chris Williams, from Change Grow Live, asked members of the Charity Learning Consortium to help 
solve this conundrum at a recent networking event. Here are some of the tips members came up with.

Create and curate: Develop and curate 
content to help users share training.

Have a look at the back page for the dates 
of all our networking events in 2020. 
If you’re not a member and would like 
to join us, please email Rosie Haighton 

rhaighton@charitylearning.org
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LITTLE MAN PROJECT
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The Training Journal Awards 
recognise the ‘ingenuity, 
creativity, passion and 
hard work of learning and 
development professionals 

from around the world’.
Judges said they were ‘blown away’ 

by the submission from Little Man 
Project and the National Autistic 
Society, which is clearly having a huge 
impact on the lives of women and girls 
on the autism spectrum in the UK.

The ground-breaking eLearning 
module they produced aims to 
increase the successful diagnosis of 
women and girls, helping transform 
individual lives, by empowering 
professionals to better understand 
and support autistic women. 

It’s also hoped that the information it 
contains will support members of the 
public who have been diagnosed, are 
seeking diagnosis or had a loved one in 
that position.

The eLearning module offers 
numerous opportunities to practice 
skills to use when working with 
women and girls during the 
diagnostic process. It also includes a 
range of personal experiences from 
women and girls in their own words. 
This helps clinicians understand 
the diversity of the different 
characteristics of autism, to ensure a 
correct diagnosis can be made and 
missed diagnosis avoided. 

The module is hosted on the 
National Autistic Society’s online 

learning portal and was initially 
available at no cost. It is now available 
to purchase, providing a vital income 
source for the charity.

During the project, the National 
Autistic Society and Little Man Project 
built a strong partnership based on 
trust and respect for each other’s 
expertise. They both believe this 
partnership played an important role 
in the success of the project and the 
resulting eLearning module.

Gill Chester, founder and Director 
at Little Man Project said she was 
over the moon for their work to be 
recognised in this way. She added 
that “To work on something this 
important that has had such a 
positive effect on people’s lives has 

Elearning changes lives and wins awards
We love to celebrate success in the charity sector, so we were thrilled when Little Man Project and the National Autistic 
Society won a gold Training Journal award in the Best Public Service/Not for Profit Programme category. Little Man 
Project is a long-standing partner of the Charity Learning Consortium and has worked with a host of our members.

been amazing. It’s been a highlight of 
my career.”

Lorraine MacAlister, Autism Training 
Consultant at the National Autistic 
Society, said: “Thank you to our 
amazing colleagues and reviewers, and 
to all those who were filmed for the 
module. We could not have made this 
without the enthusiasm and creativity 
of our eLearning developer Little Man 
Project. And finally, thank you to our 
project funder Pears Foundation.”

More information about the project 
and a short video on its impact can 
be found on the Little Man Project 

website at www.littlemanproject.com

We’re always happy to discuss your needs and give you an 
idea of the potential costs involved

Call 01453 731758 or email hello@littlemanproject.com

If you have an online learning requirement and would like to work 
with the award winning expert in your sector, please get in touch 
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Recent advances in 
neuroscience have shown 
us that the brain is far 
more malleable than it 
was previously believed. 

Research on brain plasticity has shown 
how you can increase your neural 
growth by the actions you take, and 
essentially rewire your thoughts. 

From the experiences you encounter 
you make judgements, and  from these 
you form unique beliefs, attitudes and 
assumptions. These shape the life you 
lead, the choices you make and the 
actions you take. Your mindset is tied 
to your core identity to help define 
who you are, protect your identity and 
establish a degree of self-confidence. 
Psychologists call this confirmation bias, 
which is about recalling information in 
a way that reconfirms your pre-existing 
beliefs. The danger with this is that 
you can end up creating a mindset that 
becomes rigid and self-limiting. We 
should never stop learning and growing 
so here are my seven steps to help you 
cultivate a 21st century mindset.

1. Discover your mind
There is so much research being 
conducted about the human brain and 
how it works. Understanding the potential 
of your mind and exploring some of these 
recent findings through books, talks 
and interviews is a great place to start.

2. Listen to your mind
Thoughts are nutrients for the mind and 
you have tens of thousands of them a 
day. It’s important to understand that 
you choose your thoughts. Listen to 
your mind chatter and challenge your 
thinking. Turn your negative thoughts 
around and rewrite an internal script 
that is positive and constructive.

3. Empower yourself
It can be easy to fall into the trap 
of constantly seeking approval 
from others and this can inhibit 
your potential for personal growth. 
Being your own personal role model 
and establishing your own view of 
what success looks like can be truly 
liberating and empowering.

4. Be curious
Curiosity is the engine of innovation 
and curious people have an on-going, 
intrinsic interest in both their inner 
experience and the world around 
them. Life is never boring for a curious 
person. Curiosity helps your mind to 
be more active instead of passive. The 
mind is a muscle and the more exercise 
it gets the stronger it will become.

5. Opportunities
Remember you were born to be 
real, not perfect and real people 
make mistakes. Some of the best 
achievements in your life will be 
born from your biggest setbacks that 
can become your biggest learning 
opportunities. Problems are for the 

mind what exercise is for your muscles. 
They help you to build your mental 
strength and flexibility.

6. Prioritise growth
Learning fast isn’t the same as 
learning well and sometimes you need 
to slow down.

7. Celebrate
It’s so important to celebrate your 
achievements no matter how small 
they are. It’s the little incremental 
steps that lead the way towards your 
greatest accomplishments. Taking time 
to appreciate what you have learnt 
and achieved will motivate you to keep 
investing in an agile and growth mindset.

TOP TIPS: WELLBEING

Rewiring your mindset
Liggy Webb shares seven steps to cultivate a 21st century mindset.

Charitable organisations can get a discount to Liggy Webb’s 
popular BiteSized Books when they are ordered them the 
Charity Learning Consortium. Titles include Positive Mindset, 
Behavioural Agility, Menopause, Mental Health, Burnout, 
Resilience and Creativity. They’re perfect for organising special 
campaigns. Or they could be used as part of a development 
programme, focusing on a new topic each month. More than 
20,000 have been sold since they were first published.

If you’re interested in bulk buying books to share with staff 
and volunteers, we’d be happy to send a sample book. Get 
in touch with our team on info@charitylearning.org or call us 
on 08451 707 702. 

All titles cost £2.00 each (plus vat and postage) 
when purchased via the Charity Learning Consortium. 
That’s a discount of £1 per book for all voluntary sector 
organisations (terms and conditions apply).

Liggy Webb is a best-
selling author, presenter 
and international consultant 
specialising in behavioural agility

Exclusive discount to Liggy Webb’s library of bite sized books
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A re you looking for 
effective ways to 
develop the skills 
of your staff and 
volunteers? Join our 

happy, growing Consortium of 180+ 
charitable organisations, who are 
all using a digital, blended approach 
to developing skills. Membership 
includes these seven key highlights:

1. An engaging Moodle learning 
management system: We’ve customised 
Moodle’s LMS with some bespoke 
features we’ve called RoadMap. Your 
platform can be personalised and 
includes an online booking tool, is 
compatible with most applications using 
single sign on, data syncs to external 
systems, and can host a wide range of 
other courseware and resources.

2. Ground breaking compliance 
tracking: We’ve developed functionality 
which automatically prompts your 
learners to remain compliant. 

3. A popular hierarchy reporting tool: 
This streamlines administration, allowing 
you and your managers to assign 
content to different learner groups 
and run completion reports instantly. 
This puts managers in the driving 
seat, so they can easily review their 

teams’ progress. Unlike other learning 
management systems, we offer an 
unlimited number of hierarchies to adapt 
to your organisation’s unique profile. 

4. An ingenious new way to tag learners: 
One size does not fit all, so we’ve 
designed the LMS so that you can easily 
create learning pathways. eLearning can 
then be assigned according to teams, 
groups, locations and more, to ensure it’s 
relevant to every learner.

5. Highly engaging Litmos Heroes 
and MicroLearn courseware: We 
now have more than 300 bite-sized 
eLearning courses, with animated 
videos and characterful voiceovers. 
Most are between five to 10 minutes 
long. Mobile and tablet ready, 

they also come with a range of 
supplementary resources, such as 
infographics and workbooks.

6. Exclusive privileges to use Clear 
Lessons: A library of 1,500+ videos 
sharing work based wisdom. We film 
real people, telling authentic stories 
about the work challenges they’ve 
solved. Videos focus on general topics, 
like mental health and leadership, 
as well as charity specific content. 
Members get the benefit of single sign 
on to our secure platform, allowing 
users to seamlessly access the library. 
Videos can also be embedded into the 
LMS, to complement existing course 
pathways, enhance your blended 
offering, help engage your workforce 
and inspire a new learning culture.

7. Access to an amazingly supportive 
community of 180+ charitable 
organisations: Share best practice 
with like minded L&D professionals 
at our quarterly members’ meetings 
and annual conference. These are free 
events with inspirational speakers, case 
studies, workshops and networking to 
support L&D success.
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The Charity Learning Consortium provides a 
great learning platform at a great cost. There are 

a number of courses and videos available that 
are focused on bitesize learning to engage the 

learner. Stu from the Consortium has been great 
at providing guidance and support on how we can 
develop the system further for our needs and we 

are now using it to induct new starters.
Nikki Drabble, L&D Consultant, Southern Housing Group

Seven great reasons to join us in 2020

Save the date 
Events for members 
in 2020
Please email Rosie Haighton, Head 
of Membership, if you’d like to join 
us: rhaighton@charitylearning.org

London – members meetings
19th March, 18th June, 
17th September
Conference 12th November

Scotland – members meetings
17th March – Glasgow
15th September – Edinburgh 
Conference 26th November 

Please recycle me! 


