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1. Satisfaction Did the learner like the course?

2. Learning Did the learner actually absorb the information presented?

3. Adoption Did the learner complete the course?

4. Utility Would the learner recommend the content for its usefulness and applicability?

5. Efficiency Was this course a good use of time? 

6. Alignment Is this course relevant to the learner’s role and the company’s business?

7. Attainment Did this course meet its stated objectives?

8. Individual performance Is the learner more productive after completing the course?

9. Organizational performance Does the company see overall benefit?

The Learning Record Store 
Comes of Age: Demystifying 
This Important Technology 

The online learning industry has exploded with growth. 

Driven by the pandemic, organizations have dramatically 

expanded their online learning offerings, putting all forms of 

learning online and creating increased demand for new tools 

and technologies.  For example, the pharmaceutical company 

Sanofi launched its corporate university in March of 2020 and 

saw more than a million hours of use in the first three months. 

Vendors like SkillSoft, LinkedIn Learning, Coursera, and Udemy, 

along with up-and-comers such as Learning Pool, are all 

growing at double digit rates.

Today, 25 years after the birth of online learning (it started 

around 1998), corporate online learning is more than a 

$7 billion industry that touches virtually every business 

professional. Companies like Visa, CapitalOne, Bank of 

America, and Wal-Mart now have digital academies, vast 

libraries of digital content, and entire teams of technology 

people who manage learning platforms, virtual reality 

programs, video servers, and many forms of assessment, 

collaboration, and digital design. One could argue that every 

digital experience in our lives eventually turns into learning. I’m 

waiting for TikTok and Clubhouse next.

For businesses, learning is ultimately supposed to help solve 

problems or improve performance in some way. Learning 

consumption metrics are important, but CHROs and CFOs 

want to know what’s working. In the 2008 The Training 

Measurement Book, I identified nine areas of measurement, all 

of which hold true for today. 

Most HR and learning leaders would love to see these kinds 

of metrics, but many are difficult and impractical to obtain. 

The important metrics also vary by the type of learning.  If the 

course is a simple compliance program (i.e., sexual harassment), 

the most important metrics are around completion.  For 

a safety-related courses, we want to know if the course is 

actually helping to reduce accidents and alter behaviors.  

But how do we measure these outcomes? It’s a pretty 

complicated problem. As I discuss in the article  “Getting 

People Analytics Right: Bersin Shares the Best Approach and 

Tools ,” companies have lots of learning platforms and the 

ecosystems keep getting more complex.

In the early days of e-learning, most content was authored 

in SCORM. SCORM is an old tracking technology that comes 

from the days of CD-ROM. Courses were measured through 

page-by-page tracking, bookmarking, completion, and scores. 

So you could go into the LMS and see who started what course, 

what percentage was completed, and whether the learner 

obtained a passing grade.

Figure 1: Examples of learning-related metrics

https://www.linkedin.com/business/talent/blog/talent-analytics/getting-people-analytics-right-with-josh-bersin
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This worked well for traditional online courses, but today 

digital content has changed. Today we have videos, articles, 

podcasts, and an endless supply of new content used for 

learning. And most of this content is not even stored or tracked 

in the LMS. LXP platforms, which are becoming the new center 

of corporate learning, are entirely open systems – so the 

training problem is now one of digitally tracking a wide range of 

content and learning resources.

To help manage this new world, the Experience API (xAPI) was 

born. This new standard, pioneered by a few small vendors, 

puts in place the tools to track digital learning the same way 

we track digital advertising. Every click and interaction is now 

stored, and we have a click stream of activity to understand 

learning. And today, as new learning record store (LRS) 

technology comes to market, we can analyze this click stream 

in amazing ways.

In many ways, the LRS and xAPI are revolutionary and long 

overdue. The interviews conducted as part of this study 

showed that the technology is mature, easy to implement, and 

very valuable to businesses. 

Let’s start with a real-world example. We talked with the vice 

president of the Comcast Business College. He launched a 

new, self-directed onboarding portal (https://onboard.app/) to 

track learning and field activities for an eight-week national 

sales training program.  The launch was a great success.  

Employees completed field activities, uploaded videos, utilized 

the feedback tool, drove manager engagement, socially 

collaborated, and unlocked future learning events.  

Looking at activity, it seemed obvious this program would 

achieve the intended business results: improving the learner 

experience, lower attrition, engaging managers, and increasing 

revenue for newly hired sales employees. But how could this 

leader prove this? 

He set out to correlate all these activities to sales and 

customer retention. The team had to look at a variety of 

operational databases, segment workers by job role and 

tenure, and then analyze data and validate true correlation. 

Without a learning record store to centralize and store 

learning data, the work was complex and exhausting and took 

many months to complete. 

Figure 2: Data flows to the LRS from all parts of the ecosystem

https://onboard.app/
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 As you can see in the diagram of today’s corporate learning 

architectures, there are many types of data generated by many 

different systems:

• Activity, click stream, and content utilization (LRS)

• Course enrollment, progress, completion, scores (LMS)

• Employee job, role, tenure, compliance needs (HRMS)

• Content version, content path, individual video and audio 

asset use (CMS)

• Skills, competencies, and other forms of content tagging 

(Skills)

• Third-party content providers which have their own 

content and platform features

When an HR or L&D leaders want to build, manage, and 

measure a new program, they have to integrate all these data 

sources into one.  Could the LRS solve this problem?

The Urgent Need: A Data Architecture 
for Learning

Companies spend a lot of money on corporate training. The 

industry is more than $240 billion in size, and most companies 

spend $1,500 to $3,000 or more per employee per year 

(often more than the cost of computers or other productivity 

tools). This enormous investment typically covers onboarding, 

technical and professional training, compliance, leadership, and 

virtually every new company initiative. Where is all the data 

related to the consumption of this to be found?

As our research points out, most big companies find finding, 

collecting, and analyzing such data to be a daunting problem. 

While we once believed all the corporate learning data 

would be stored in learning management systems, that has 

proven to be not the case. As employees complete courses, 

consume articles, take tests, and interact with simulations and 

virtual experiences, we need to know what’s going on. Simple 

questions abound:

• Which programs are well adopted and which are 

languishing?

• What learning programs are meeting business demands? 

• What are the highly popular and effective programs and 

how can we replicate them?

• How do we align learning in the flow of work as employees 

frequently change roles?

• Which content libraries and suppliers are providing high 

value and which can we trim back?

• Where should we spend additional money on L&D to gain 

the best results? 

Figure 3: The complexity of modern learning architectures
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Figure 4: The evolution of Visa’s learning architecture
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Consider the Visa University learning architecture. Visa is 

a company that takes corporate learning seriously, and it 

has worked on its evolving architecture for year. Today this 

integrated solution is not only essential to Visa’s growth, it forms 

the basis of new fee-based education Visa will offer to clients.

The Role of the Learning Record Store: 
A Place to Store Transaction and 
Activity Data

As you can see from these diagrams, the learning record store 

plays an important, integrating role. The LRS is a new breed 

data management platform that collects learning activity and 

learning transaction data from any xAPI-enabled learning 

system. This means data can come from a learning experience 

platform such as Degreed, EdCast, Percipio, LinkedInLearning 

Hub, Microsoft Viva Learning, and Learning Pool Stream. These 

systems can implement the xAPI in some form, and this is 

becoming more and more common every day. Learning record 

store providers also frequently work with a variety of other 

vendors and data sources.

Think about the LRS as an ad server, which is commonly used 

by marketing organizations to track, manage, and recommend 

ad buys. Just as ad servers track all ad-related activity and 

results, the LRS keeps track of what all the learners are doing. 

A LRS receives data via xAPI (previously known as TinCan 

API) but can also receive other data from other sources like 

CSV and open APIs.  LRSs go beyond SCORM and the business 

rules stored in the LMS to capture all activity, time stamps, and 

interactions.    

The LRS’s primary focus is to capture any experience that is 

considered learning.  It also allows for data consistency and 

cleansing, which is key for badging, certifications, and creating 

a more personalized and adaptive learning experiences.  As 

new platforms and technologies are introduced and exchanged, 

LRSs allow learning data to be stored in one place.     

In an effort to demystify the LRS, we interviewed ten 

companies actively using an LRS in their learning data 

architectures.  Here are the recurring themes from our 

conversations:

1. The LMS and LRS will compete over time, but 

today both are clearly needed.

Learning management systems, which have been on the 

market for 20-plus years, are mature products that store 

hundreds of business rules and SCORM data about learning. 

For example, LMSs store employee compliance training 

records, certification histories, and course completions and 

scores. The LMS also typically stores data such as management 

approval, prerequisites, curricula, and chapter-by- chapter 

course bookmarking. Because of these voluminous data stores, 

companies can’t easily replace their LMSs.

That said, the LRS, which stores much more detailed data, 

is likely to become more important. Since most content 

developed today is not SCORM compliant (even LinkedIn 

Learning is not really a SCORM system), more and more 

content must be tracked by activity, click stream, and other 

methods. This means most big companies need an LRS to track 

this activity today, whether or not they have an LMS (and most 

do).

LMS vendors are likely to buy or build LRS functionality, and 

over time we should expect these categories to merge.

2. LRSs will become a critical database for skills 

inference and complex certifications.

As I discuss in the article “The War of The Skills Clouds,” nearly 

every company is trying to create a skills taxonomy to help 

track employee capability and proficiency by skill. This means 

the LMS/LRS combination is becoming a very important source 

of data.

Suppose, for example, an energy company wants to reorganize 

its engineering team to move production engineers into a new 

wind energy or solar energy businesses. Which engineers have 

the right certification, experience, and technology backgrounds 

to make this move first? During the pandemic when companies 

moved thousands of branch and office employees into call 

centers, such questions were common. But often, the data on 

which to make such decisions couldn’t be easily found. 

Today vendors infer skills from a wide variety of sources. 

Platforms like Cornerstone, Workday, Degreed, and Eightfold 

all look at job descriptions, learning history, and other sources 

https://joshbersin.com/2020/01/the-war-of-the-skills-clouds-skillscloud/
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of data to try to infer the skills employees possess. While 

this technology is steadily improving, the results are far from 

perfect. The LRS, which stores detailed activity history for all 

learning, will become a vital, centralized repository for this 

information. 

Andy Webb, director of training at Applied Industrial 

Technologies, is using his company’s LRS to link employee 

experiences to essential company competencies required to 

becoming a top leader.  Below is a competency map generated 

by the LRS that shows individual performance KPIs versus 

the company KPI benchmark versus the execution of learning 

experiences captured to each competency.  

Skills inference engines try to guess about these skills through 

resume scans and word searches. Why not track real-world 

learning activity to help understand what people are doing? 

The LRS plays a vital role in this puzzle.

As I discuss in the article “Build Vs. Buy: The Days Of Hiring 

Scarce Technical Skills Are Over,” more and more companies 

now rely on internal mobility and career pathways to build 

critical skills. Rather than try to guess who these experts are, 

the LRS gives HR leaders a critical data set to help inform these 

decisions. I would expect talent marketplace tools (such as 

Eightfold, Gloat, Fuel50, Workday, Oracle, and others) to start 

to look at LRS data to help their customers improve internal 

mobility.

3. LRSs are evolving from data repositories to 

analytics and recommendation tools.

Advertising technology is so advanced we often see targeted 

ads that follow us all over the internet. These systems are 

based on highly refined personalization engines that use click 

stream data to identify who you are, what you do, and what 

you’re likely to buy. The LRS is moving in the same direction.  

Learning Pool, a leading provider of learning data solutions 

following its acquisition of Learning Locker LRS, built an 

application called Waves.  The app creates campaigns that 

Figure 5: Applied Industrial Technology's use of an LRS for skills assessments

https://joshbersin.com/2019/10/build-vs-buy-the-days-of-hiring-scarce-technical-skills-are-over/
https://joshbersin.com/2019/10/build-vs-buy-the-days-of-hiring-scarce-technical-skills-are-over/


T H E  L E A R N I N G  R E C O R D  S T O R E  C O M E S  O F  A G E :  D E M Y S T I F Y I N G  T H I S  I M P O R T A N T  T E C H N O L O G Y 8

utilize LRS data to trigger follow-up actions and workflow 

automation (e.g., scheduling someone for a class, sending 

triggers to push learning, or encouraging an employee to take 

a survey). As you can see, the workflow looks very similar to 

what an ad server might do.

What are tangible applications of an LRS solution? A service 

industry client was sending oven temperature data to its 

LRS through the xAPI (xAPIs can send any granular data 

stream, including data from a machine, monitoring service, 

or other stream of data).  If the operator experiences an 

oven overheating condition more than twice in a set period, 

the operator receives a training video on the importance of 

maintaining oven temperatures. If it happens a third time 

during the set period, the operator’s manager is notified. This is 

alert-based learning in the flow of work, and the applications in 

this area are vast.

Manufacturing and process companies, for example, thrive on 

real-time data fed back to operators or managers for action. 

This data could also be sent to the LRS to recommend and 

promote learning programs, operations checklists, or other 

forms of learning intervention.    

    

4. The xAPI standard is not fully utilized and needs 

more maturity.

While all these benefits are important, the entire market 

is dependent on the xAPI and its ability to standardize 

learning interactions. Today there are a variety of companies 

contributing to the standard and its implementation is 

spotty. It took SCORM many years to become a standard and 

consistent way to track, bookmark, and measure traditional 

online learning. The LMS vendors had to implement it, and then 

hundreds of content providers had to use it. And buyers had to 

test it to make sure all their providers worked well together.

xAPI is going through a similar process of maturation. The 

standard was designed to enable the exchange of data about 

learners’ behaviors and performance.  In 2011, the first xAPI 

version was released under an effort called Project TinCan.  

The LRS market is heating up but adoption of xAPI has been 

slow to catch fire until the last year or so. Today, as shown in 

this report’s examples, the value of this architecture is clear, so 

adoption will likely pick up speed.

What can you do to help?  Demand that your learning vendors 

support the standard. In the 1990s and early 2000s, SCORM 

became a standard RFP item for all LMS and content providers.  

Corporate HR and L&D leaders should ask learning vendors 

to support xAPI and should test their systems to ensure they 

produce the right types of data.  

Figure 6: Learning Pool ties campaigns/actions to the learning data 
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5. The LRS is a valuable and badly needed source 

of learning experience information.

Companies using LRSs are discovering things they never knew 

about their employees. The LRS shows companies which 

content is highly used, which content is rarely if ever used, 

and which sections of courses, articles, and assets are highly 

valued.  Rather than searching for data in the LMS, LXP, and 

other content systems, the LRS can become the single source 

of utilization data, and this can be tremendously valuable as a 

company’s content investment grows. 

The customers we interviewed (Travelers, Yum, Visa, and 

Hubspot in particular) pride themselves as being data- driven 

organizations. Without a trusted source of learning activity 

data, these companies simply cannot operate at scale. 

Of course, companies can build data warehouses or data 

lakes around relational or post-relational databases to 

consolidate and store learning data. But this is rarely the work 

an IT department wants to undertake. The LRS, in a sense, 

is a specially designed system for this precise purpose. The 

companies we interviewed came to the conclusion that the LRS 

is a vital system for corporate learning, and these companies 

use many analytics tools to access, report, analyze, and 

visualize learning information.

For example, one of Travelers critical programs teaches 

salespeople and customers to assess whether or not a certain 

exposure is insured in a given new policy. The company needs to 

ensure customers and employees to know the right answer to 

this question because it has enormous impact on risk, customer 

satisfaction, and financial results. When the L&D department 

looked at this course, it found that while 90% of learners passed 

the test, when asked a specific question about coverage, most 

learners got it wrong. The team used the LRS data set to see 

which exercises actually created understanding.  This knowledge 

helped the team revise the program and dramatically improve 

learning and business outcomes as a result.

6. Multiple learning platforms are here to stay.

According to David Bailey a software architect at AutoDesk, 

looking for a single learning platform to solve all your learning 

needs is a fool’s errand.  AutoDesk has numerous LMSs and 

learning platforms and Bailey is fine with that.  He understands 

solving different learning use cases requires different 

technologies. AutoDesk’s goal is to make sure all the learner 

activities are tracked in one central location, the LRS. 

As companies continue to interchange and upgrade new learning 

technologies, the need to have one common data repository 

will become more essential.   As we add and switch out learning 

platforms, the convenience of an LRS with the simplicity of xAPI 

connections will help us control our learning data.  

The world of learning data is exploding, and we need to figure 

out how to gather all the pieces and organize them into an LRS.  

We believe the value of LRSs will become increasingly apparent 

as the complexity of learning architectures continues to grow.  

7.  Companies need a learning architecture team.

What we found from the interviews conducted for this report 

is that companies must have a person or team focused on 

learning data. This role, which might be called a learning 

technologist or learning architect, has to deal with many urgent 

and important issues. 

What systems will be the skills systems of record? Where 

and how will we store certification and skills validation 

information?  How will we analyze content provider utility 

when we renegotiate content licenses each year? How will 

we decide what content to buy, build, grow, or sunset? And 

how do we decide when to build a course, create a video, or 

simply write an article or a job aid? Such critical decisions 

have huge impact on investments and employee and business 

performance; consequently, they should be driven through 

analysis of real usage data.

Learning architects help select the right vendors, develop 

integration strategies, and then push vendors to finalize their 

integrations so that the end-to-end analytics data is accurate.

Lessons from the Frontlines

This research included a series of in-depth interviews with 

companies using LRS technology. As you’ll read, the LRS plays 

a major role in some of the world’s largest and most strategic 

organizations. 
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HubSpot is a developer and marketer of software products for 

marketing, sales, and customer service.  In 2019, the company 

purchased the Learning Locker LRS from Learning Pool.  The 

HubSpot sales team was frustrated with the information its 

LMS was providing.  The learning team was looking for a simple 

way to swap out learning tools and develop a holistic approach 

to maintaining data integrity.  The team has begun building out 

simple dashboards to get alignment with business partners 

on the value of an LRS.  Over time, the learning organization 

wants to get an accurate view of all the experiences that make 

up employee learning throughout their careers -- from the first 

day to the last.  

Yum Brands is a fast-food corporation listed on the Fortune 

1000. Yum! operates the brands KFC, Pizza Hut, Taco Bell, 

The Habit Burger Grill, and Wing Street worldwide.  In 2019, 

Yum Brands purchased the Learning Locker LRS from Learning 

Pool with the intent to consolidate data from multiple learning 

platforms (primarily Saba, portals based on IBM Websphere, 

a Drupal-based business rules system, and Inkling for content 

publishing and distribution).  The team was frustrated with its 

LMS vendor and with delays from the data warehouse. The 

learning team plans on importing IoT operational data into the 

LRS.  This will allow the team to associate operating data to an 

individual and create a personalized learning experience that 

will improve individual performance as well as operations.  The 

team is planning to capture employee learning experiences 

to create an “opt out“ strategy for redundant learning 

requirements.  In the long term, the learning team will utilize 

artificial intelligence and machine learning to deliver true 

adaptive learning to the organization 

AutoDesk is an American multinational software corporation 

that makes software products and services for the 

architecture, engineering, construction, manufacturing, and 

media industries.  AutoDesk offers many certifications for its 

software products.  Certifications allow an individual to future 

proof skills and stand out from competition.  In 2020, Autodesk 

purchased the Learning Locker LRS from Learning Pool.  The 

goal was to centralize a user’s learning data to understand the 

task completions that correlated to successful certifications.  

In the long term, the team envisions generating skill trees to 

help customers determine the most efficient way to achieve 

certifications.  By making the LRS the single source of truth, the 

company has more flexibility in how data is used; its LMS now 

serves as a content deliverer.   

Applied Industrial Technologies (AIT) is focused on the 

distribution of bearings, power transmission products, 

engineered fluid power components and systems and other 

industrial supplies.  In 2016, AIT purchased an LRS from 

Watershed.  The learning organization wanted to create a 

single source of truth for all learning data.  It also wanted to 

clearly correlate learning competency data with business 

KPIs.  The learning team utilized xAPI statements to capture 

operational metrics which it then combined with learning 

metrics. This allowed them to identify gaps in service center 

managers’ performance and create coaching and learning 

opportunities.  The next step is to use learning and operational 

data to make AI-based recommendations to help employees 

learn in the flow of work.     

Intuit is a business that specializes in financial software.  

Intuit's products include the tax preparation application 

TurboTax, the personal finance app Mint, and the small 

business accounting program QuickBooks.  Intuit purchased 

an LRS from Watershed in 2019 in order to get better data 

out of the company’s decentralized implementation of the 

SuccessFactors LMS.  The company’s overall goal was to create 

a learning enablement group that owns the L&D technology 

stack for the enterprise.  This team supports technology and 

services for L&D teams that support 10,000 employees and 

more than 35,000 support and part-time specialists across its 

many business areas.

To help the L&D teams understand and analyze their offerings, 

the learning enablement group built a learning intelligence 

platform based on the LRS that would create a single source 

of truth. This led the team to implement Degreed as the front 

end, Docebo as the LMS, and Watershed as the learning 

intelligence system. The group has struggled to hold learning 

platform vendors to a standard xAPI transmit model, but many 

of the vendors (Degreed, for example) have not implemented 

the API completely. Intuit is now pushing Docebo and Degreed 

to complete their implementations so the data stream is 

complete. The end goal is to capture learning data that will 

allow the team to easily correlate learning to business results 

and company performance.   



T H E  L E A R N I N G  R E C O R D  S T O R E  C O M E S  O F  A G E :  D E M Y S T I F Y I N G  T H I S  I M P O R T A N T  T E C H N O L O G Y 1 1

Bonnier Health Care is a Swedish company that provides 

professional information solutions, in-depth data collection 

and qualitative analysis for companies in the healthcare 

sector.  The company purchased the Learning Locker LRS 

from Learning Pool in 2019.  Bonnier wanted a learning 

system that could accurately measure how learners were 

experiencing their content.  Bonnier is contractually obligated 

to increase the knowledge of professionals or the public on 

various healthcare topics. It uses the LRS to measure end 

users’ engagement with the company’s content.  Bonnier 

then analyzes the LRS data to improve the users experience 

and content comprehension.  In the future, Bonnier wants 

learners to see how their individual assessment scores rank 

against peers, and the company will use assessment results to 

recommend personalized learning to its audiences.        

Travelers is the second-largest writer of U.S. commercial 

property casualty insurance, and the sixth-largest writer of U.S. 

personal insurance through independent agents (35,000-plus 

employees).  Travelers purchased an LRS from Watershed in 

2016 and has a dedicated team focused on implementing the 

xAPI standard.  Prior to the LRS implementation, the learning 

organization had limited visibility into learner data in the 

company’s LMS and wanted to gain a better understanding 

of the impact learning had on the business.  Travelers’s 

investment in the LRS has already demonstrated its value.  The 

LRS data quickly uncovered a learner knowledge gap which, 

if left undetected, could have had a substantial cost impact to 

the company.  Travelers gathered in-depth usage data across 

the organization to better understand what parts of the video-

based program actually engaged learners and were most 

effective.   In the future, Travelers wants to use LRS data for 

predictive analysis to align employees’ learning experiences to 

their work success.     

The National Health Service (NHS) is the publicly funded 

healthcare system of the United Kingdom.  The NHS began 

experimented with Watershed in 2014 and today uses 

the Learning Locker LRS from Learning Pool as part of its 

“e-Learning for Healthcare” program.  The NHS wanted to solve 

the issue of the multiple learning data sources across a very 

siloed organization.  It has been a slow process to integrate 

an LRS across an extremely large government organization.  

NHS is presently performing a controlled pilot with a small 

set of nurses to demonstrate LRS functionality.  The plan is to 

share pilot results to drive adoption across the organization.  

The long-term goal is to use adaptive learning to help improve 

patient outcomes through learning in the flow of work.  

Walmart is a multinational retail corporation that operates 

a chain of hypermarkets, discount department stores, 

and grocery stores.  The company began working with 

Learning Pool in 2017.  The company’s learning data was in 

multiple platforms and the goal was to create a centralized 

learning reporting and analytics tool across the enterprise.  

Beyond consolidation, another goal was to capture learning 

experiences outside the LMS.  Doing so would potentially allow 

employees to get “credit” for certain courses based on proven 

experience in a particular subject.    In the long term, Walmart’s 

goal is to apply machine learning logic on top of the LRS data to 

create a truly adaptive learning environment.    

Visa is a financial services corporation that facilitates 

electronic funds transfers throughout the world, most 

commonly through Visa-branded credit cards, debit cards 

and prepaid cards.  The company purchased an LRS from 

Watershed in 2016.  Visa wanted to capture the learning 

experiences for all employees regardless of where and how 

they occurred.  The company wanted to capture employees 

demonstrating skills after they had taken training, not just 

tracking the completion of the course.  Recently Visa released a 

trackable learning experience based on a gaming concept.  The 

platform was developed by instructional designers with an LRS 

instead of using a database engineer or someone with full stack 

development skill set.  

Visa sees projects like this as the future of learning.  A long-

term goal is to allow instructional designers to leverage the 

LRS capabilities to get more creative in their learning solutions.  

The design team has been getting requests from business 

partners to create and capture more innovative learning 

experiences.  Visa believes the LRS will allow designers to build 

and capture user experiences outside of traditional learning 

through portals, documents, video series, or other media.  For 

Visa, the LRS is a way gain insight into all learning consumed by 

employees in order to give  the L&D team an end-to-end view 

of its customers.
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Bottom Line:  The LRS Has Arrived Just 
in Time

Corporate learning technology has changed rapidly over the 

last decade. Starting when the iPhone and YouTube were 

invented in the late 1990s, companies started building many 

forms of learning and quickly left SCORM behind. While 

traditional chapter-based courses continue to be important, 

most corporate learning is made up of a variety of digital 

assets, many of which are video streams, virtual reality events, 

articles, podcasts, and self-authored materials. The LMS 

industry, as important as it is, has not been able to keep up.

The learning record store, a technology designed to integrate 

all the learning activities and technologies throughout an 

organization, is starting to bring this together. As these large 

companies discovered, when the team focuses on data and 

architecture the HR and L&D team can add tremendous value. 

And with skills taxonomies and talent mobility so important, 

the topic of learning data management has become business 

critical.

We hope this research helps you understand the vital role 

of the LRS. Please contact us if you’d like to discuss your 

company’s strategy.
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About Josh Bersin

Josh Bersin is an internationally recognized analyst, educator, and thought leader focusing on 

the global talent market and the challenges impacting business workforces around the world. He 

studies the world of work, HR and leadership practices, and the broad talent technology market. 

He founded Bersin & Associates in 2001 to provide research and advisory services focused on 

corporate learning. Over the next ten years, he expanded the company’s coverage to encompass 

HR, talent management, talent acquisition, and leadership. He sold the company to Deloitte in 

2012, when it became known as Bersin™ by Deloitte. Bersin left Deloitte in 2018..

In 2019, Bersin founded the Josh Bersin Academy, the world's first global development academy 

for HR and talent professionals and a transformation agent for HR organizations. The Academy 

offers content-rich online programs, a carefully curated library of tools and resources, and a 

global community that helps HR and talent professionals stay current on the trends and practices 

needed to drive organizational success in the modern world of work.

Bersin is frequently featured in talent and business publications such as Forbes, Harvard Business 

Review, HR Executive, FastCompany, The Wall Street Journal, and CLO Magazine. He is a regular keynote speaker at industry events 

around the world and a popular blogger with more than 800,000 followers on LinkedIn. 

His education includes a BS in engineering from Cornell University, an MS in engineering from Stanford University, and an MBA from the 

Haas School of Business at the University of California, Berkeley.  
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David Barone is a corporate learning and L&D technology executive and serves as an adjunct 

faculty member for the Josh Bersin Academy.  Most recently Dave was vice president of 

Comcast University and Innovation, a role responsible for leading learning development and 

delivery for 15,000 Comcast business and advertising employees.  He was also responsible for 

the learning and development technology and data strategy for 110,000 Comcast employees 

and led learning management systems operations.  David’s training strategy and onboarding/

development programs were instrumental in leading the Comcast Business start up to $8B in 

revenue in only 10 years.  

Prior to joining Comcast, David held various leadership roles in operations at Exelon 

Corporation, which included nuclear power operations, meter reading operations, work 

management and large account services.  He has a degree in electrical engineering from 

Marquette University and an MBA from Penn State.    


