
9 Must-Haves
In Your L&D Programme
To drive engagement and create a strong 
learning culture
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A Complete Guide for
Increasing Engagement 
and Building a Strong 
Learning Culture 
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A 2023 survey reveals that nearly half of all adults participated in learning 

activities over the past three years–the highest rate since the survey started measuring back in 1996. 
While this is undeniably encouraging, organisations can do more to create a strong learning culture 

and increase engagement.

Since employee engagement rates are now lower than before the pandemic, businesses that donʼt 

focus on employee engagement in learning and development (L&D) risk falling behind in skills, 
creating a gap between employee capabilities and market demands.

Low engagement levels are o�en linked with higher turnover rates, increasing recruitment and 

training costs. Considering the cost of recruiting has increased, organisations that take proactive 

steps to o�er a great employee experience can lower costs and keep their top performers.

Employees who aren't engaged a�ect productivity. Individuals disengaging from the learning 
environment are less likely to contribute innovative ideas. They stay stifled in their thinking and 

development. This can lead to a hostile workplace culture, a�ecting sta� morale and job satisfaction.

According to the HSE, stress, anxiety, and depression were the primary causes of work-related ill 

health days lost in the UK in 2022/23. Workers who are not engaged at work might feel more stressed 
and not as healthy overall. They might also find it hard to adjust to changes, making it di�icult for an 

organisation to be flexible.

All these factors a�ect the ability to stay competitive in the market due to a lack of innovation and 

adaptability.
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Prioritising employee engagement in your L&D programmes is no longer a nice to have. Itʼs a 

must-have because: 

Encouraging a culture of learning helps people keep improving their skills, making the 
workforce more skilled and productive.

Employees who are engaged usually pay more attention and work harder, which makes 
both individual and team performance better.

Employees who feel encouraged in their learning are likely to enjoy their jobs more, 
making the workplace happier and more positive.

When there's a culture of learning, employees are encouraged to think creatively, 
which brings about new ideas and solutions.

Engaged employees are likelier to stay with a company, reducing turnover costs and 
maintaining knowledge from within.

LinkedInʼs 2023 Workplace Learning Report states that creating a learning culture is among the 

top four priorities.

Companies that invest in employee growth and engage their employees build successful teams. 
When there's a learning culture, employees work together, share knowledge, and feel like a 

team. They feel confident in their roles and take charge, making the whole team more active 

and self-motivated.

So, in a democratic learning environment, everyone is encouraged to improve, both individually 
and for the entire organisation.

This guide is a comprehensive resource for enterprise L&D leaders, regardless of industry, 
looking to elevate their learning and development initiatives. 

Plus, this ebook includes quotes from real Blossom customers. Learn how other L&D teams 

increased engagement and what strategies worked for them.  Letʼs go!
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https://learning.linkedin.com/content/dam/me/learning/en-us/pdfs/workplace-learning-report/LinkedIn-Learning_Workplace-Learning-Report-2023-EN.pdf
https://home.blossom-kc.com/2023/10/03/how-to-use-your-lms-to-democratize-learning-within-your-organization/
https://home.blossom-kc.com/success_stories/
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Lifelong learning, at any age or job stage, helps employees adapt to changes and grab new 

opportunities. This culture values adaptability and open communication by providing resources and 
support for ongoing learning. In this type of organisation, leaders actively participate, technology is 

used for education, and achievements are recognised. 

We know all this isnʼt easy.

Since 53% of L&D professionals have reported an increase in their team workload in the past year, 

finding ways to make your workplace e�icient AND supportive has never been more critical.

By continually upskilling or reskilling, lifelong learners stay relevant even as industries change. This 

helps them adapt to recent trends and remain valuable in their careers, and businesses have a more 
skilled and adaptable workforce ready to tackle challenges and drive innovation.

  
With 50-year careers becoming standard, the demand for skill updates and career shi�s will grow. 

This means individuals must continually refresh their skills as they change jobs multiple times and 

keep pace with new technologies.  

Must-have #1

Adopt continuous learning in your 
organisation

The importance of lifelong learning

One thing is for sure: the work landscape has changed. Over the past 

two years, the shi� to flexible work has become widespread, prompting 
organisations to adapt and innovate to provide L&D programmes for 

their employees.
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https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/2023-learning-at-work-survey-report-8378.pdf
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Action 1. Support professional development

Whatʼs more, promoting a lifelong learning culture helps individuals grow and find 

fulfilment. When people are exposed to di�erent viewpoints, it sparks creativity and supports 
innovation.  

Let's put that into perspective. Say a so�ware engineer has 15 years of experience in desktop 

applications. As mobile technology became dominant and desktop demand decreased, this 

employee saw the opportunity in mobile app development. This shi� kept his skills relevant and 
rekindled his passion through ongoing learning.

So, how can you adopt continuous learning in your organisation and increase engagement? Letʼs 

look at the actions you can take.

Employees usually have a good understanding of their strengths and areas for development. 

Work with individuals to create personalised development plans, aligning their learning goals 
with organisational objectives.

Start by conducting individual assessments with employees. Discuss their current 
skills, strengths, areas for improvement, and career aspirations.

Use formal and informal opportunities to understand their education and training needs. 
Conversations over the water cooler are great for discussing development ad hoc.

Alternatively, schedule more structured meetings to delve deeper into their learning 
goals–especially for remote and hybrid workers who arenʼt based at a single location.
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Action 2. Ensure line manager support

Managers must allocate the necessary resources for employees to attend L&D programmes.  

These resources may include time o� for training or providing access to relevant learning 
materials and tools.

Begin by making sure managers know about and back individual development plans. 
When leaders are involved, it shows that L&D programmes are essential for the 
organisation. 

Encourage line managers to schedule regular check-ins with their team members to 
discuss progress on development goals. These check-ins provide an opportunity to o�er 
guidance, address challenges, and provide constructive feedback. Open communication 
is vital for the success of individual development plans.

Encourage line managers to talk openly about what they've learned, the di�iculties 
encountered, and the lessons they've gained. This openness helps employees feel like 
they're growing together.

Share learning outcomes so line managers buy-in and motivate their employees 
to access the training. Emphasize how these outcomes contribute to the 
overall success of their team and organisation.

Use technology to communicate the importance of individual development 
plans to managers. Learning Experience Platforms (LXPs), Slack channels, 
and intranet can streamline communication.

Lastly, influential managers lead by example. When managers actively engage in their own 

professional development and showcase a commitment to continuous learning, it sets a 
positive tone for the entire team. 

 LXPs, like Blossom, use a centralised platform for communicating 

across an entire organisation.
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https://home.blossom-kc.com/2023/11/27/lxp-vs-lms-whats-the-difference-and-which-one-should-you-choose/
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There are better ways to teach than using a one-size-fits-all approach. 

Personalised learning works because it tailors teaching to each person's 
strengths, needs, and interests. It makes learning more e�ective and engaging for 

individuals.

It considers what each person is good at, what they need, and what they're interested in. When 

organisations o�er learning that matches their roles and career aspirations, they are more motivated 
to learn.

Letʼs meet Emma, your new employee. 

Emma started as a customer service representative a week ago. She wants to improve her 
communication skills and prefers online learning over classroom-based learning because she has 

caring responsibilities. She is a hybrid employee who commutes two days a week.

Personalised learning can o�er Emma flexibility in her learning schedule, allowing her to balance her 

caring responsibilities and work commitments. This way, she can engage in learning at times that 
suit her.

Given Emma's preference for online learning, personalised modules can be designed to suit her 

learning style. These modules can be easily accessible from anywhere, allowing her to learn even 
during her commute or at home.

Must-have #2

Develop more creative, personalised 
content
Recognise employees as individuals
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Alternatively, schedule more structured meetings to delve deeper into their learning 
goals–especially for remote and hybrid workers who arenʼt based at a single location.
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As a hybrid employee, Emma commutes two days a week. Personalised learning can provide 

resources and support that accommodate both in-o�ice and remote learning, ensuring she gets 
all essential training and development opportunities.

Emma's progress can be tracked through personalised learning platforms like Blossom. This 

allows her to see her achievements, set goals, and monitor her development, providing a sense 

of accomplishment and motivation.

Clearly, personalised learning enhances employee engagement by tailoring the training to fit 
Emma's preferences, aligning with her lifestyle.

However, you don't have to just take our word for it.

Gallup reports that employees are more engaged when their employers recognise their 
strengths, discuss their growth, and support their professional and personal development. In 

essence, employees seek recognition and value as distinct individuals.

Letʼs look at the actions you can take to provide personalised learning to your workforce.

Action 1. Gain Insight into Employee Engagement Levels

Customisable L&D programmes make it easier for employees to understand and retain 

information. Help individuals to advance at a speed that suits them, building confidence and a 
sense of achievement.

Start by conducting individual assessments with employees. Discuss their current 
skills, strengths, areas for improvement, and career aspirations.

Use formal and informal opportunities to understand their education and training needs. 
Conversations over the water cooler are great for discussing development ad hoc.
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Action 2. Integrate new learning with daily work tasks

Letʼs say a marketing assistant has learned about social media marketing. By encouraging these 

employees to apply new strategies and techniques directly to the company's ongoing social 
media campaigns, they can apply new learning in real time–gaining hands-on experience and 

immediately seeing the impact on their projects. 

This integration not only reinforces the connection between the training and their job 

responsibilities but also enhances overall engagement by personalising the learning experience. 
Hence, it's directly relevant and applicable to their daily tasks. 

Allow employees to embed new learning into daily tasks and projects at work. This 
helps apply new knowledge in a practical way, strengthening the link between learning 
and job duties and boosting overall engagement.

Personalise learning and give individuals time to practice new skills by delegating tasks or 
including dedicated practice sessions into their schedules. 

10
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Letʼs be honest: L&D can become tedious. Employees can lose their

 energy if the content becomes tiresome, eventually a�ecting engagement. 
Thankfully, one of the most e�ective solutions to L&D is gamification. 

But what is it? And how does it a�ect how employees learn? 

Gamification means using game-like elements in non-gaming situations. It is like adding features 
such as points, rewards, and competition to everyday tasks. It's used to make things more 

interesting, encourage participation, and inspire people to achieve specific goals by changing their 
behaviour. 

Given its impact, it's no surprise that the global market for game-based products and services is 
expected to grow at an average annual rate of 12.9% through 2025.

Must-have #3

Gamify the learning experience

Make training fun and enjoyable

Source
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https://www.zippia.com/advice/gamification-statistics/#:~:text=90%25%20of%20employees%20say%20gamification,whether%20with%20employees%20or%20consumers.
https://www.weforum.org/reports/the-future-of-jobs-report-2023?gclid=Cj0KCQjw2qKmBhCfARIsAFy8buI1QMCMKfof_XpK5L4OV84-TPdwZbI-d-kZ8WXN0PFSbos6PMOtHSMaAprUEALw_wcB
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Action 1. Make onboarding fun

Recent statistics show that just 52% of employees feel satisfied with their onboarding 

experience. Turn your onboarding process into a game to add an element of fun and make it 
more exciting for new employees! 

Create fun challenges or games, like treasure hunts, that help them learn company 
culture, values, and key processes. This way, new hires can learn about their new 
workplace quickly while making the start of their job more fun and exciting.

Flex is a global supply chain company. The business faced challenges with onboarding new 

employees. Many individuals lacked access to computers for training and development. Access 
to flexible, modular training programs enabled the team to provide high-quality onboarding 

training to employees with limited or no IT access. 

“Itʼs tough finding a solution that really works with your needs,” says Kob Zurich, Training and 

Development Manager at Flex. “We have lots of requests that might be unusual for di�erent 
companies. Blossom is super great. It gives us the full picture of what we need”.

Action 2. Use gamification for goal-setting

Let employees set and track individual or team goals and reward them for reaching 
milestones. 

Use leaderboards or team challenges for a friendly competition. Why not introduce a 
team challenge for learning where groups try to finish the most training or gain new 
skills? 

Use a leaderboard to highlight the teams with the highest compliance training 
modules–encouraging engagement and a learning culture.

Motivating employees to do their best can create a team spirit that's both cooperative and fun. It 

can also build excellent working relationships among team members.
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https://www.paychex.com/articles/human-resources/the-onboarding-crisis
https://home.blossom-kc.com/success_stories/how-blossom-transformed-plassons-entire-learning-development-and-onboarding-processes/
https://home.blossom-kc.com/2023/11/27/top-10-techniques-for-effective-compliance-training-for-employees/
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Encouraging employees to share and communicate boosts learning. When 

people discuss and exchange ideas, it creates a positive atmosphere where 
everyone is teaching and learning from one another, making the workplace a hub 

of information and ideas. 

Sharing content and interacting helps in exchanging knowledge. Employees continuously learn 

from each other, creating an environment where education and training are as normal as eating 
lunch!  

Not only that, content sharing and social interactions help teams bond. When employees feel 

connected and comfortable, they're more likely to work well together, strengthening the whole 

team. 

Ignite discussions on academic and professional topics in a personalised forum. Blossom has an 
in-app chat feature, allowing employees to stay focused on the task while sharing knowledge. Use 

Blossom's social sharing features to connect blogs, videos, and rich content.

Follow the actions next and encourage collaboration and content sharing.

Chapter 4

Encourage content sharing and social 
interaction

Action 1. Take a broader view of L&D

Inspire your people to share learning and 

interact with each other

Allow your employees with similar interests to share relevant learning content and engage in 

meaningful discussions.

13
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Action 2. Host regular knowledge-sharing sessions

Let people talk about anything they find exciting or useful—work-related or not. It could be a 

helpful tip, what they learned from a recent training course they completed, or even a hobby 
they're passionate about. The goal is to share and learn from each other.

Schedule times for employees to come together in person or virtually. 

Organise regular sessions where employees can share their expertise, experiences, or 
insights with their colleagues. These could be webinars or informal knowledge-sharing 
events, creating a culture of continuous learning.

Establish online discussion forums or chat groups focused on distinct topics or 
interests.

Allocate dedicated channels in your team communication platform for teams and 
individuals to exchange insights. Allow employees to connect with peers and industry 
experts to exchange varied viewpoints and stay updated.

14
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Chapter 5

Connect remote workers and hybrid 

teams via a centralised platform

Engage your people with the right tools

Imagine using an online space where everyone in a team, whether working 

from home or in a hybrid setup, can connect easily. By that, we mean a digital 
o�ice where everyone can share and talk, whether they sit across the room or 

on a di�erent continent. 

Weʼre not biased, but Blossom has all the capabilities you need to engage employees with their 

L&D and unlock your organisation's full potential. 

Training resources are in one place, making it easy for everyone to find what they need. This 
means L&D becomes more streamlined and e�icient.

Our on-premise or cloud-based so�ware platform o�ers comprehensive management and 
control over resource planning, sta� training, performance, and more. With Blossom, you get 

advanced, up-to-date functionality, all while experiencing complete operational independence 
and freedom–from one central location.

But why is using a centralised platform to connect remote workers and hybrid teams necessary?

Weʼll let the data speak for itself.
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Blossomʼs user-centric design and engaging features improved the appetite for learning. Liat Segal, 

HR and Learning Manager at Perach says, “Blossom has changed the way we learn. It has elevated 
our capabilities to share our knowledge, qualify our mentors and employees, and positively 

impacted every user in the organisation.”

A centralised digital platform lets employees quickly upload, access, and collaborate on content. 

This provides a unified space for sharing ideas, updates, and resources.

For instance, L&D pros can upload their latest e-learning module, share the benefits, and keep 
everyone on the same page within a centralised digital space.

Choosing the right digital platform doesn't have to be stressful. Explore our four-part blog series 
designed to guide you through decision-making and make an informed choice.

Letʼs look at the actions you can take to engage remote workers and hybrid 

teams using a centralised platform.

Over half of all UK employers are o�ering remote work in 2023. Tools that enable 
organisations to connect with employees facilitate seamless communication, 
collaboration, and coordination, ensuring that teams stay connected and productive 
regardless of their physical location. 

Almost half of the people who worked from home in some capacity reported that it 
improved their well-being (47%). Considering the benefits of better health and well-
being, employers that use digital tools to allow their people to work from home reap the 
benefits of low absence rates.

Online collaboration tools increase productivity by 30%. They allow you to share new 
learning programmes in real-time, reduce the time spent on back-and-forth emails, 
streamline communication, and enable the team to focus on their work–boosting 
productivity.
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https://home.blossom-kc.com/success_stories/perach-case-study/
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Action 1. Use employee engagement features

Build community and connectivity among remote and hybrid teams.

Incorporate features from a centralised learning platform to boost employee 
engagement, such as virtual team-building activities, recognition boards, or social 
channels within the centralised platform. 

Action 2. Integrate task and project management

End-to-end project management so�ware, including task management, overview, and support, 

allows you to oversee and manage projects at every level of the organisation from any angle 
and position. 

Project management tools seamlessly integrate with various 

platforms and link up with learning and management 

systems (LMSs), ensuring that everyone on the team 
can stay informed about upcoming learning events, 

regardless of location.

Why not launch a Leadership Spotlight series within the centralised platform featuring 
interviews or presentations by organisation leaders? This would allow employees to 
learn from experienced leaders, gain insights into career development, and feel more 
connected to the broader company vision.

17
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Chapter 6

Upgrade employee engagement
Find creative ways to motivate learners

Considering just 23% of employees thrive at work, thereʼs ample room for

improvement.

Source

Low employee engagement can adversely a�ect individuals and the organisation. 

First, disengaged employees may lack motivation, leading to lower productivity. A disengaged 

team may take longer to complete projects or show a decline in the quality of their work.

Second, disengaged employees are more likely to seek opportunities elsewhere, leading to 

higher turnover.

Third, disengaged employees may not put in the e�ort required, resulting in lower quality work. 
A disengaged customer service team, for example, might not handle customer inquiries 

e�ectively, leading to customer dissatisfaction.

Fourth: No one wants to work or learn in a gloomy environment. Low engagement can spread 

negativity, a�ecting the overall morale of the entire team. This lack of enthusiasm among team 
members can reduce team spirit and discourage individuals from learning new skills.
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Finally, when employees are not engaged, they may be less likely to contribute innovative 

ideas when they are not engaged. A disengaged workforce might not actively participate in 
brainstorming sessions, limiting the generation of creative solutions.

Upgrade employee engagement by creating a positive learning environment–boost productivity 

and retain talented employees.

Here are two ways you can upgrade employee engagement for your organisation.

Action 1. Use employee engagement features

Employees can use VR devices or apps to access real-time information, guidance, or interactive 

tutorials while performing tasks. This hands-on and immediate learning approach enhances 
employee skills and confidence. And because employees practice new skills in a unique VR 

world, they get better at their job–increasing confidence and engagement as they feel prepared 
to tackle the tasks in real life.

Integrate VR tools for on-the-job learning experiences. In industries like defense and 
manufacturing, hands-on practice is crucial. 

Action 2. Integrate task and project management

Do you remember Emma, the customer service representative we mentioned earlier?

Our brains are wired to remember stories. Stories make information more understandable, 
especially if it relates directly to a particular role. Learning becomes memorable, and 

individuals can connect characters and narratives with their experiences.

Using Emmaʼs story as an example, find similar situations at your workplace to create a 
personal connection.

Humanise the learning experience by introducing characters and scenarios that 
employees can relate to in their own lives. So, instead of presenting cybersecurity 
protocols in a technical manner, weave a narrative about a team dealing with a 
cybersecurity breach. 
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Chapter 7

Upskill according to skill gaps
Keep pace with demands

Upskilling is learning or teaching new skills. By providing training and 

development opportunities to upgrade competencies, employees can perform 
their current roles more e�ectively and e�iciently. For instance, adapting to 

organisational change or learning to use new machinery focuses on enhancing 
employeesʼ existing skills to keep pace with the evolving requirements of their current jobs.

Leading businesses continually transform their organisation by monitoring skills gaps. 
Considering skill sets for jobs have changed by around a quarter since 2015 and are expected to 

double by 2027, upskilling becomes a critical strategy for L&D teams to keep pace with these 
shi�ing demands, ensuring that employees possess the necessary competencies to thrive in the 

future job market.

However, without the backing and enthusiasm of every team member, initiatives like ongoing 

monitoring are likely to fall short. 

Discover how you can upskill your workers and increase engagement next.

Action 1. O�er cross-functional training

Cross-functional training involves teaching employees from di�erent departments or areas of 

expertise about the skills and knowledge of another department. It helps them understand 
di�erent roles and work together better.

By recognising that employees may have interests and talents beyond their current roles, 

companies can encourage employees to explore skills outside their core responsibilities 

through cross-functional training, promoting a well-rounded skill set. 
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Start a "Skill Swap" program where employees from di�erent departments can 
exchange skills and knowledge. A nurse interested in data analysis can participate in a 
training session provided by the hospital's analytics team. Or perhaps IT professionals 
keen on understanding patient care may attend sessions conducted by healthcare 
professionals. 

Action 2. O�er reverse mentoring opportunities

For the first time in history, workplaces have five generations working together. This means L&D 

teams need creative ways to engage employees so diverse learning needs are met.

Set up reverse mentoring opportunities. Allow younger or tech-savvy 
employees to mentor senior colleagues in emerging technologies. 

Encourage experienced employees to mentor new hires 
in industry-specific skills, creating a knowledge-sharing 
dynamic within the workforce and boosting 
engagement.

This cross-functional exchange enriches employees' skill sets and enhances collaboration and 

understanding across departments, ultimately improving patient care.

So, in the healthcare industry, for example: 
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Chapter 8

Manage professional development 
using personalized skill gap 
analysis
Increase engagement by maintaining effective 

leadership

Eight in ten businesses lack proper leadership skills. This can a�ect decision-making and team 

performance, making it hard to adapt to changes and keep employees motivated.

Addressing this leadership development gap becomes crucial for success. With just 48% of 
employees feeling their companyʼs leadership is high quality, implementing targeted leadership 

development programs, mentorship initiatives, and skill-building activities can help improve 

employee satisfaction.

What steps can you take to manage professional development?

Action 1. Conduct a skills audit

Support professional development by analysing each employee's skills and creating 

personalised plans to fill the gaps. This tailored approach ensures relevant and impactful 
training, fostering individual growth and aligning with organisational goals.

Help employees grow by looking at their skills and making improvement plans where needed. 

This way, the professional development training matches what employees need, and it helps 

them grow while also helping the company reach its goals.
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Action 2. Match skills with occupations
Once youʼve conducted a skills audit, use the findings to plan and develop talent within your 

organisation. 

Identify potential future occupations based on the user's skills, interests, and 
education. Cue Blossom!

Clearly outline the purpose and goals of the skills audit. Figure out whether it's for 
individual professional development, team assessment, or broader organisational 
planning.

Identify the specific skills and competencies you want to assess. These could include 
technical skills, so� skills, leadership qualities, or other relevant capabilities. Collect 
information on individuals or the team's existing skills. Surveys, interviews, or self-
assessment tools are excellent methods for assessing skills.

Analyse data to identify strengths and weaknesses in skills. Look for patterns or 
common areas of improvement. Based on the findings, create personalised or team-
specific action plans. These plans should outline strategies for skill development, 
training opportunities, mentorship, or other interventions.

Remember: Regularly revisit and update the skills audit to track progress and adapt plans as 

needed.

We use artificial intelligence (AI) to extract the necessary skills for specific occupations, evaluate 

skills acquired through course or content performance, and align courses with individual users. 
This approach focuses on skills that matter for their roles or career goals. It makes learning 

more e�ective and enhances skill acquisition.
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Chapter 9

Increase compliance performance rate 
for on-the-go employees
Stay compliant with rules and regulations

Given that the Financial Conduct Authority fined businesses a whopping 

£215,834,156 in 2022 for breaching legislation, maintaining compliance 
should be central to your L&D strategy. 

Occupations such as sales representatives who travel to meet clients to negotiate deals and 

delivery drivers responsible for transporting goods to di�erent locations o�en require specialist 

training to stay compliant.

Neglecting compliance can undermine the trust and confidence that customers, partners, and 
stakeholders have in your organisation. A damaged reputation can lead to losing business 

opportunities, customers, and market share.

Plus, adverse publicity resulting from non-compliance can tarnish your image. Customers may 

associate your organisation with ethical or legal issues, impacting long-term customer loyalty.

Furthermore, not following rules might force businesses to adjust their methods to meet 

regulations, leading to disruptions and higher costs. This can strain workplace relationships and 
lower employee spirits, as they might feel the company isn't upholding proper standards.

Let's look at Super-Pharm, the multinational pharmacy chain. The brand needed better L&D data 

than what SharePoint o�ered. Limited learning tracking and reporting features made 
understanding individual learning progress, completion rates, and assessment scores non-

existent–risking non-compliance and low employee engagement.
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Since implementing Blossom, managers have complete oversight of all employee training 

events. Access to auditing features allows managers to swi�ly take action to address unmet 
training needs and non-compliance.

Increase compliance rates by acknowledging and rewarding on-the-go  employees who 
actively participate in professional development. Set up a  reward points system tied to 
compliance training achievements. 

Accumulated points can be redeemed for various incentives, such as gi�  cards, extra 
time o�, or other tangible rewards, directly linking  compliance success and 
recognition.

Orit Barkama is SodaStream's Learning and Development Manager and has a similar view. He 

said, “With Blossom, weʼre now 100% compliant, both internally and from a legal perspective.”

Customise professional development plans for employees on the move and create a more 
e�icient, motivated, and legally compliant workforce. 

We appreciate that this is a complex process. Here are two actions you can take.

[Blossom] is very user-friendly. It has a wide range of capabilities, and there is 
further potential to be gained from using the platform as the breadth of functions is 
wide. There is real room to grow with Blossom.

Ilan Cohen
Chief of Learning Development at Super-Pharm

"

Action 1. O�er recognition and rewards

Recognise e�orts to reinforce a positive learning culture and motivate continued engagement. 
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Action 2. Automate your qualifications and certifications 
process

Track whether employees possess the required qualifications for their roles–allowing you to 

take swi� action to address any shortcomings.

Get detailed, segmented reports and overviews on qualification status, zooming in on 
specific employees.

Use these reports to monitor and ensure industry regulations or internal standards 
compliance.

Benchmark individual employees' qualifications against industry standards or 
organisational norms. This information helps in setting realistic goals for skill 
enhancement and career advancement.

26

https://home.blossom-kc.com/2019/08/30/smart-digital-reporting/


6

Time to reflect: Our key takeaways:
1. Prioritising engagement in L&D programs is essential for enhancing skills and productivity, 

and boosts individual and team performance. It encourages creativity, reduces turnover 
costs, and equips employees to adapt to changing work environments.

2. Investing in employee growth and creating a democratic learning environment can lead to 
more successful and cohesive teams. Personalise learning to increase engagement and make 

training more meaningful.  

3. Promote peer learning and encourage employees to learn from and support each other. 
Embrace continuous learning by prioritising ongoing education and skill development for 

remote, hybrid, and mobile employees.
4. Last but by no means least, make learning fun! Recognise and reward employees for learning 

successes. Use technology, like gamification, to incorporate game-like elements to boost 

engagement in training.

Ready to learn more? Start proving the 
ROI of your L&D initiatives with Blossom. 

Schedule a demo today.

More info at: https://uk.blossom-kc.com
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