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Building a Better Learning Culture  
Game Cards 

 
PURPOSE 
Shared vision 

Leadership engagement and support 

Alignment of learning to organizational business plan and initiatives 

 

TACTICS THAT PROMOTE PURPOSE 

❑ A team leader in my organization sends voice 
mail to all employees every Monday with 
accomplishments and high priority projects for 
the week. 

❑ Our organization has developed a statement that 
articulates values and ways of working together 
that is regularly referenced by leaders and 
employees. 

❑ Our senior managers are actively involved in 
crafting and teaching leadership curriculum and 
other development programs. 

❑ Employees in L&D can trace direct alignment 
between their projects and organizational goals; 
they know what L&D aims to contribute to the 
organization's success. 

❑ Our organization's stated values explicitly call out 
learning and development as being important. 

❑ Our CEO provides senior leaders with books to 
read on learning and development. 

❑ Senior leaders in our organization are actively 
engaged in the L&D governance process. 

❑ My organization explicitly recruits people with 
learning agility. 

❑ We allocate a half day each month to every 
employee as dedicated time to pursue self-
directed learning activities. 

❑ We are expected to explicitly describe learning 
accomplishments in our annual reviews. 

❑ Every month, one of the organizational values is 
featured and discussed in our team meetings, 
and we use that time to showcase examples. 

❑ Our senior leaders share regular company-wide 
updates about what they are learning. 

❑ Our organization's commitment to learning is 
showcased in customer-directed advertising. 

❑ My L&D team engages in strategy alignment 
sessions every year to validate the L&D team 
vision and plan overall initiatives in L&D. 

❑ Our employees set explicit learning goals and 
plans every year. And they report out on them 
and adjust them bimonthly. 

❑ L&D professionals are each aligned with a specific 
line of business in order to develop deeper 
understanding of their goals and needs over time. 

❑ Our organization specifically includes values in 
the recruitment and selection process. 

❑ In our organization, all L&D projects require 
active senior leader sponsorship. 

❑ The L&D staff members who are knowledgeable 
about specific areas of the organization are 
involved in prioritization decisions that impact 
that area. 

❑ The organization's annual report includes a 
section on accomplishments in L&D and their 
impact on results. 

❑ In our organization, mid-level managers are 
regularly engaged in study circles organized 
around business-relevant books and articles. 

❑ Our L&D organization pursues industry 
recognition and awards as a way of calibrating 
our efforts with industry-wide quality criteria. 

❑ Our L&D team is actively developing the skills 
needed to be strategic partners in the 
organization. 

❑ Our organization encourages and provides time 
for staff to participate in community volunteer 
activities aligned to the organization's purpose 
and values.
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CONNECTIONS 
Depth in interpersonal rapport and trust 

Array of connections inside and outside the organization 

Engagement in collaboration and cocreation 

Knowledge sharing tools and practices 

 

TACTICS THAT PROMOTE CONNECTION 

❑ Our development team holds daily "mock 
o'clock" meetings where people share informal 
demos of projects. 

❑ We just reconfigured our office area to include 
more informal shared space where people can 
discuss projects. 

❑ Our L&D leader consistently invites team 
members to share their conference and external 
training experiences with the team. 

❑ In our organization, people are always willing to 
gather for peers' brainstorming meetings. 

❑ We have introduced human-centered design 
practices across the organization to encourage 
collaboration with internal customers as we 
design processes and services. 

❑ Our senior leaders involve employees in solving 
organizational problems by forming short-term 
cross-functional teams. 

❑ Our organization enables employees to connect 
across departments using an enterprise social 
tool. 

❑ We regularly bring in outside thought leaders for 
a day of dialog and planning around strategic 
initiatives. 

❑ My organization has a widespread practice of skip 
level one-on-one meetings. 

❑ Our organization uses action learning teams to 
address problems and promote learning. 

❑ Our L&D team works with subject matter experts 
to enable them to record and share knowledge. 

❑ Most people in our organization have completed 
their online intranet profiles with their 
experience and expertise so that others can find 
them when needed. 

❑ Our managers make a point to talk with all 
remote workers almost every day. 

❑ Our organization created an app that allows 
people to find mentors and/or volunteer to be a 
mentor for others. 

❑ Our organization assigns and trains community 
managers to purposefully strengthen strategic 
communities. 

❑ People in our organization are funded to attend 
industry conferences and local professional 
meetings. 

❑ Our employees are encouraged to present at 
conferences and professional meetings. 

❑ We have a coffee break initiative that provides 
budget and time for people to share a coffee 
break with someone they don't know from 
another part of the organization. 

❑ In our organization, it is a norm for people to post 
their project documentation in a shared 
documentation space for all to see. 

❑ Our managers frequently like and comment on 
internal posts where staff ask questions and seek 
help with problems. 

❑ Our team ensures that virtual colleagues are kept 
in the loop on happenings. 

❑ Our team regularly takes time out for group 
lunches and after-work get-togethers. 

❑ Across our organization, employees are 
encouraged to speak their minds, even to 
question decisions being made by management. 

❑ Our company has an internal podcast that 
focuses on employees sharing with each other 
their learning projects and work practices. 
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MINDSET 
Skilled engagement in learning practices: feedback, reflection, dialog 

Encouragement of experimentation and intelligent failure 

Cultivation of learning orientation and curiosity 

Demonstrated actions to empower people and value independent learning 

TACTICS THAT PORMOTE EFFECTIVE MINDSET 

❑ Our organization sends an electronic welcome 
packet to all new employees to showcase 
learning processes and opportunities. 

❑ Teams across our organization routinely hold 
lessons learned meetings and share 
recommendations with peers. 

❑ Our team leader routinely asks what can be 
learned at the beginning of each project in order 
to ensure we take advantage of the 
opportunities. 

❑ Our department has a library of learning and 
reference resources for employees to read and 
discuss, including magazines and videos as well 
as books. 

❑ Our employees enthusiastically create and 
regularly review personal L&D plans and are 
clearly committed to implementing them. 

❑ Our employees feel comfortable to ask for 
feedback from others on specific skills they are 
developing in real time and are confident they 
will get candid responses. 

❑ Our organization has an internal awards 
program that recognizes when people advance 
their knowledge and skills in order to solve 
problems. 

❑ Our company offers advancement in rank and 
pay for developing expertise in role. 

❑ Our L&D manager names learning champions for 
the new skills we need (e.g. design thinking, 
Captivate), and these employees get advanced 
training and time to coach others. 

❑ In our team meetings, we reserve time to 
discuss what we've learned for the last 10 
minutes so we can make note of insights. 

❑ Our team has embraced the improv concept of 
saying "Yes, and--" Rather than shooting down 
ideas, our team finds ways to shape them to 
useful proposals. 

❑ Our organization sets an expectation that 
employees will manage their own development 
in skills on their personal learning profile which 
is defined by role and career ambitions. 

❑ Our employees are granted a budget to spend 
on learning activities every year, to be used as 
they see fit. 

❑ Our employees have access to data about their 
learning, skills, and performance. 

❑ Experts are clearly rewarded and valued in our 
organization. 

❑ Departments in our organization routinely 
celebrate successes and learning 
accomplishments. 

❑ On our team, learning goals are set at the start 
of every project and any necessary training 
resources are quickly curated and made 
available. 

❑ We continue to run learn-to-learn events to set 
employees up for self-directed learning. 

❑ Our employees are encouraged to formulate 
learning plans as a longer-term path with 
multiple inputs and activities. 

❑ Our company has the reputation of promoting 
from within. 

❑ We have programs and resources to help people 
become more effective and critical independent 
learners. 

❑ Our L&D team spends time in workplaces across 
the organization to help identify and remove 
barriers to independent learning 

❑ We create events to celebrate employee 
learning during nationally-designated days like 
Employee Learning Week (US) or Adult Learners 
Week (UK/AU). 

❑ Our staff are encouraged to use external social 
media (e.g. LinkedIn, Twitter) to build their 
network and learn about what others outside 
the organization are doing
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CULTURE BUSTERS 

Related to purpose 

❑ Your senior managers "kick off" training 
programs but don't really follow through in any 
substantial way. 

❑ Your business planning procedures and 
recommendations don't mention learning and 
development. 

❑ Your senior leaders have moved a project to the 
top of the list apparently for political reasons, 
not based on real priority for business. 

❑ One of your team leaders just cancelled an 
employee's conference trip because the 
employee is needed for an upcoming project. 

❑ One of your leaders has been noticed doing 
something that is not in alignment with the 
organization's values. 

❑ In a recent project celebration, the L&D team 
was not mentioned in remarks by the senior 
leader, even though the team was deeply 
involved in the project. 

❑ Your L&D team has been repeatedly denied 
funding for needed infrastructure and software. 

 

Related to connections 

❑ Your employees are denied access to social 
media sites at work. 

❑ Your organization's internal innovation awards 
program encourages competition between 
teams rather than cross-functional cooperation. 

❑ Your employees are assigned mostly 
independent projects, with little encouragement 
to collaborate. 

❑ Your employees are so overloaded with projects 
that there is little time for breaks and lunch. 

❑ No common space is available for lunch or group 
meetings at your organization. 

❑ In virtual meetings, your employees seldom turn 
on cameras. 

❑ In your organization, some work relationships 
are fraught because of lingering infighting. 

 

Related to mindset 

❑ One of your team members has been publicly 
called on the carpet for making a mistake in a 
client presentation. 

❑ Your design process has multiple, strict quality 
review points where reviewers have the final 
decision on remedies for issues. 

❑ In your organization, feedback is delivered 
harshly under the guise of being candid. 

❑ Access to external social media sites is blocked 
from the company network 

❑ When budget cuts were announced, your 
leaders huddled in a meeting room for several 
days to determine the best way to achieve those 
reductions. 

❑ All new employees in your organization are 
required to take a core set of training programs 
in a prescribed order to come up to speed in a 
new role. 

❑ Your manager sets learning goals for employees 
on annual development plans rather than allow 
employees to set them for themselves. 

 

 


