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Executive Summary 

Over the last few years, digital credentialing platforms have been implemented across a wide 

range of professional, academic, and community-oriented organizations to track professional 

development. These platforms encourage ongoing education and training, and allow badge 

earners to craft a digital profile of their accomplishments. In most cases, organizations that 

implement digital credentialing programs have done so in relative isolation from other 

organizations doing similar credentialing work. By drawing together perspectives from multiple 

organizations currently using digital credentialing, this report will identify and explore the ways 

that diverse organizations have benefited from implementing digital credentialing platforms. 

Also, this paper will explore the obstacles that digital credentialing users have encountered in 

their implementation processes in an effort to begin a conversation oriented towards problem 

solving. 

 

This report draws on data from two different research methods. First, we sent a multiple choice 

survey to Badge List professional development group creators and administrators and received 

22 responses. In addition to this survey, we conducted eleven long form interviews with 

individuals using Badge List for professional development at their respective organizations. The 

combination of statistical and qualitative evidence suggests that most digital credentialing 

users identify visibility and trackability of professional development and continuing education 

as the most recognizable values of digital credentialing platforms. Users also found flexibility, 

personalization and customization to be important features of digital credentialing, particularly 

in the context of continuing professional development for teachers. Data from both the survey 

and interviews suggested that digital credentialing users were less certain about this 

technology’s ability to foster collaboration and social learning within organizations using digital 

credentialing. This last factor may be due in part to the fact that the phrase “social learning” 

has not yet achieved widespread usage among educators in diverse contexts. It’s possible that 

future studies should focus more on the term “collective efficacy” in order to see results in this 

area of inquiry. Throughout the following sections we will explore the perceived benefits of 

digital credentialing for professional development in further detail. 
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Overwhelmingly, digital credentialing administrators found that digital credentialing platforms 

like Badge List facilitated the tracking of professional development and continuing education. 

When asked if digital credentialing has made it easier to track learner progress, nearly all 

respondents (95.4%) either agreed or strongly agreed.  1

 

 

 

 

“Digital credentialing has made it easier to track learner progress.” 

 

 

 

 

In-person feedback from digital credentialing users supported the survey’s conclusion that 

digital credentialing is an effective tool for tracking both individual learner progress and 

evaluating the success of organizational programs. Shauna Martin, Director of Learning and 

Project ADVANCE (a district-wide Teacher PD program) for Chapel Hill Carrboro City Schools, 

1 (54.5% of respondents strongly agreed, and 40.9% of respondents agreed) 
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found that “one of the most obvious benefits [of digital credentialing] is that it has provided 

teachers a mechanism to track their own progress across 4 different [core] competencies.” 

Trackability also helped users take inventory of their success and set a course for future 

professional development and skill building.  

 

As Associate Director in the Office of Undergraduate Research at Drexel University, Jaya 

Mohan utilizes digital credentialing as part of an undergraduate research program called 

Supernova, which is “designed to document and track continuing research for 

undergraduates.” In collaboration with individual undergraduate researchers, staff in this office 

used digital credentialing to “set up a schematic to identify what skills we want to grow, and to 

let students know what is available to them in terms of research support.” Trackability in this 

instance provided a record of past achievements and through this record helped staff and 

students design future pathways for continuing development of research skills. Survey data 

suggests other users in addition to Mohan found that digital credentialing helped individual 

credential earners plan and clarify professional development and skill building goals. As 

evidenced below, 77.2% of survey respondents agreed or strongly agreed that digital 

credentialing helped learners clarify their professional development goals, and 77.2% of 

respondents also agreed or strongly agreed that digital credentialing helps guide users towards 

their learning goals.   

 

“Digital credentialing has helped individuals to clarify their 

professional development goals.” 
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Significantly, while survey data supports the claim that digital credentialing allows users to 

clarify and design learning goals through the tracking of professional development and 

continuing education, survey data suggests that digital credentialing is not as effective at 

publicizing professional development and educational opportunities available. Only 63.6% of 

survey respondents agreed or strongly agreed that implementing a digital credentialing 

platform provided learners with a clearer idea of the professional development opportunities 

available to them, and 19.2% of respondents disagreed with that assertion (see fig. 4). The 

trackability of digital credentialing gives learners a retrospective sense of where they are at in 

the learning space. It also helps them decide on future avenues for career-building, but digital 

credentialing has not been overwhelmingly effective in raising awareness about the availability 

of specific career-building training opportunities that could further professional development 

goals. The development of better organizational and visualization features on the Badge List 

platform is likely to improve this metric as the product is further developed. 

 

 

 

 

“Digital credentialing helps guide learners toward their learning 

goals.” 
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Beyond assisting individual members of organizations with tracking and planning their 

professional development progress, digital credentialing has also provided organizations with a 

bird’s-eye view that allows them to evaluate and change their programming to meet the needs 

of program participants. Jaya Mohan at Drexel found that digital badging “allows staff and 

students to better locate where co-curricular education is happening, such as study abroad, 

the co-op office, civic engagement, and global education.” These valuable insights shape 

advising and the development of programming opportunities for students, as staff leverage 

knowledge about past student experience to find the best opportunities for co-curricular 

education. Andy Stutzman is the project director for various collaboratives focused on youth 

empowerment in the Philadelphia area. He found digital credentialing to be an important 

component of organizational self-evaluation. “As students complete each module,” Stutzman 

explained, “instructors can see how students are moving along the learning pathway. Instead 

of just seeing who completes certain assignments, badging can help a program track student 

progress and maybe re-adjust the time given to complete certain learning goals.” For 

Stutzman, the high-level view created through digital credentialing allowed various programs to 

think through the feasibility and timing of their program milestones in a way that made student 

learning fairer and more reflective of demands on students’ time.  

 

 

“Since we adopted a digital credentialing system, learners have had a 

clearer idea of the training options available to them.” 
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Survey data reinforces the point that digital credentialing has allowed organizations to measure 

the efficacy of their professional development and continuing education programs in a 

comprehensive way. A total of 86.4% of respondents agreed or strongly agreed  that digital 2

credentialing makes it easier to measure progress towards organizational professional 

development goals. Several interviewees noted that they used digital credentialing at their 

organizations in addition to or as a compliment to other professional development platforms. 

Shauna Martin of CHCCS Project ADVANCE noted, for example, that her district utilized a 

different platform to “get a 70,000 foot view” of the district’s new competency-based model of 

teacher professional development, but teachers as individuals continued to use Badge List as 

their primary tracking mechanism.  

 

 

 

“Digital credentialing makes it easier to measure progress towards 

organizational professional development goals.” 

 

 

 

2 (45.5% of respondents strongly agreed, and 40.9% of respondents agreed) 
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Lynn Girolamo, who works as part of a district-wide team committed to increasing teachers’ 

use of technology in the classroom at Greece Central School District in New York, also noted 

that district-wide professional development tracking occurred through a different platform. 

Girolamo and her team implemented Badge List to encourage teacher professional 

development specifically related to classroom technology. While the main tracking platform 

was more in sync with traditional, attendance-based teacher professional development 

workshops, the two systems of professional development have worked well together at this 

school district. Based on interviews and survey responses, it appears that digital credentialing 

works effectively as a compliment to traditional methods of professional development tracking.   
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Of the value propositions we investigated, the visibility of professional development and 

learning success stuck out as the most unanimous benefit of digital credentialing. By visibility, 

we mean that professional development achievements of individual learners are recognized by 

the learners themselves, peers and colleagues, and employers or administrators both within 

and outside the organization. As evidenced by the charts below, all interview respondents 

agreed or strongly agreed that digital credentialing benefits learners by making their learning 

achievements more visible and that digital credentialing helps learners get recognition for their 

professional development achievements. 

 

 

 

“Digital credentialing helps learners get recognition for their 

professional development achievements.” 
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According to several interviewees, digital credentialing allowed users to showcase their 

learning and craft a professional narrative of their skills and competencies. Interviewees notes 

that this was particularly valuable for students and those entering the job market. Dr. Lauren 

Zucker, a high school English teacher and adjunct professor at Drew University, talked with her 

high school students about “digital footprints” and how to create a professional and academic 

identity on the Internet. Zucker noted that “Badges can be a way of being in control of how a 

student’s identity appears online so credentials and achievements are tracked to them." 

Students utilize the visibility of their badges to take ownership of their online identity, an 

important consideration for them as they apply to colleges and pursue jobs.  

 

 

 

“Digital credentialing benefits learners by making their learning 

achievements more visible.” 

 

 

Andy Stutzman similarly found that badging can “help visualize the learning taking place. 

Learners can see where they are on a path and what the next achievement is. Badges also help 

them understand the learning that is taking place.” As Stutzman explained, the process of 

visualizing and narrativizing professional development and learning helps these students 
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articulate and leverage their previous achievements to continue their education and careers. 

“With badges, learners can go back and see the competencies and skills involved in their 

accomplishment. We’ve had students that then use that language during job interviews or as 

part of college applications. Badges help underline and narrate the learning that has taken 

place.”  

 

The visibility offered by digital credentialing is a significant benefit for undergraduate and 

graduate students as well. Vanessa Doriott Anderson works with graduate students at North 

Carolina State University and found that digital credentialing “helps students identify skills they 

have but might not necessarily think about, especially in the STEM fields… this has helped 

them gain confidence in themselves and helped them market their skills to a wider, more 

diverse group of potential employers.”  

 

The badging program at NC State “allows students to present skills to an employer, but also 

gives them a language to explain skills to themselves when they’re on the job market, 

packaging skills with language students might not otherwise use.” The visibility of learning 

accomplishments gives students a retrospective idea of their progress and provides a 

language that is legible to future employers and academic programs. 

 

Digital credentialing has also offered important visibility to badge earners who are in 

professional roles as well. For example, Michael Schnuerle, a Data Officer for the city of 

Louisville, began a badging program to motivate staff in the Office of Civic Innovation to learn 

more about data management and visualization. “The big benefit,” explained Schnuerle, “is 

allowing people to showcase their achievements and drive them to learn new things... 

Badgelist allows staff to be recognized by peers for their achievements. Digital credentialing 

also allows them to be recognized by the leadership of city government. People see it as a way 

to show they are going above and beyond their typical job description, which is valued in the 

city. Badges also work as a resume builder, and could make a path to a promotion or 

improvement in their job situation.” 

  

While several badging group creators made clear the connections they saw between the 

visibility of individual training and skill building and further employment or education 

opportunities, the survey data suggests that digital credential programs may not have achieved 

their full value outside the organization that issued them. Only 31.8% of respondents agreed 

that badges awarded through evidence-based evaluation are recognized by other employers 

and organizations, while the majority of respondents replied that they were neutral or unsure of 

this claim. 
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“Badges awarded though evidence-based evaluation are recognized 

by other employers and organizations.” 

  

 

 

Based on the survey data, it appears that many organizations using digital credentialing have 

not tracked the degree to which employers or other organizations recognize badges. Whether 

employers or organizations recognize badges, though, appears from the qualitative research to 

not matter as much as how badging helps users identify, articulate, and package their 

education, training, and skills. 

 

Based on several interviews, it appears that the visibility of learner achievement through digital 

credentialing programs offers exciting prospects for taking on matters of educational and 

economic inequality. A 2014 report from the Harvard Business School identified an alarming 

constriction of the market for what the report called “middle skills” jobs, or jobs that require 

more education and training than a high school diploma but less than a four-year college 
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degree.  These jobs are often higher paid and have historically offered upward mobility for 3

people without an advanced degree. We could think of this gap in “middle-skills” jobs as a gap 

in credentials; in our current economic climate of hyper-credentialing, where entry level jobs 

are often reserved for four-year degrees, job candidates with extensive training and skills but 

without a four year degree often struggled to obtain “middle skills” jobs, even if they have 

Associate’s degrees which are themselves inaccessible to many. Digital credentialing has the 

potential to fill this significant credential gap by making visible job readiness skills that are not 

necessarily tied to educational degrees, thereby improving individuals’ access to higher paying 

skilled jobs.  

 

Andy Stutzman’s work with various non-profits in the Philadelphia area exemplifies how digital 

credentialing could help tackle issues of stunted social mobility and income inequality. 

Stutzman expressed how “Southwest Philadelphia is considered a ‘service desert’ where 

adults have little access to job services or career planning.” “Due to this lack of services,” 

continued Stutzman, “the Paschalville Branch of the Free Library sees a high volume of adults 

seeking these services. Our self-paced Job Seeker digital badge program offers adult learners 

the chance to gain job readiness skills at their own pace. The program was designed for the 

Free Library to offer a service that only requires a light touch by their staff, yet provides a 

quality learning experience for adults.” Digital credentialing allows users in this program to 

showcase the many skills they have obtained through job training programs, such as tree care 

and urban agriculture management. This visibility confirms job readiness for early-stage 

professionals as they move into job fairs and the job application process. These credentials are 

often relevant to the same “middle skills” jobs that have become increasingly difficult to land in 

our current economic climate. 

 

Excitingly, digital credentialing also has potential to take on inequality and barriers to 

educational access on a global scale. While working at the non-profit Iridescent Learning, 

Monica Gragg served as the Program Manager for Technovation. This program mentors and 

encourages teams of girls worldwide to use technology, leadership, and entrepreneurial 

training to solve important global and community-level problems. Gragg oversaw a digital 

credentialing program in which adults around the world earned digital badges to become 

mentors of these teams of girls, who would then compete in competitions run by Technovation. 

Gragg found that while U.S.-based mentors were not very motivated by badging, aspiring 

mentors in developing countries in South America, Africa, Eastern Europe, and some countries 

in Asia were highly interested in digital badging. There, mentors identify digital credentials as 

valuable tools to demonstrate their proficiencies as mentors and teachers in lieu of a traditional 

3 https://www.hbs.edu/competitiveness/Documents/bridge-the-gap.pdf 

 

https://www.hbs.edu/competitiveness/Documents/bridge-the-gap.pdf
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background in STEM fields. According to Gragg, “when the mentor season is over, they can 

display credentials that prove their work as a mentor; these credentials are important to people 

from these areas.” Digital credentialing in this instance makes visible mentors’ 

accomplishments and training in STEM-based education models when traditional degree 

programs for STEM education may be unavailable. Mentors often then tie these badges and 

certificates into their LinkedIn profiles, thereby leveraging their digital credentials for future 

work opportunities in this growing field. 
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Generally, both survey and interview respondents found that digital credentialing increased 

employee and student engagement with professional development and continued learning. To 

test the effect of digital credentialing on engagement with professional development, we asked 

survey participants to evaluate how employees and students engaged with professional 

development before and after the implementation of a digital credentialing platform. 50% of 

survey respondents disagreed that employees were highly engaged with professional 

development before the implementation of digital credentialing programs, but 81.8% of 

respondents agreed that after their organization moved to a digital credentialing platform, 

employees were highly engaged with professional development.  

 

 

 

“Employees were highly engaged with professional development 

activities before we switched to digital credentialing.” 
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“Employees were highly engaged with professional development 

activities after we switched to digital credentialing.” 

 

 

 

The survey data suggests that the intervention (in this case, the implementation of a digital 

credentialing platform) strongly influenced an increase in professional development 

engagement. Significantly, some organizations did not have professional development 

credentialing systems in place before using platforms like Badge List, so the effect of switching 

to digital credentialing from some other previous system could not be determined. In addition 

to testing the effect of implementing a digital credentialing platform on engagement with 

professional development, we asked survey takers to evaluate the extent to which digital 

credentialing encouraged individual pursuit of additional professional development: 81.8% of 

survey respondents agreed that digital credentialing encouraged individual pursuit of 

professional development opportunities.   
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“Digital credentialing encourages individuals to further pursue their 

professional development.” 

 

 

 

Based on interviewee feedback, it appears that digital credentialing has been effective at 

increasing engagement with professional development in part because this type of 

credentialing allows for personalization and flexibility in the pursuit of professional development 

goals. Shauna Martin noted how digital credentialing allowed teachers to obtain standard 

training while at the same time customizing their professional development trajectories. As she 

explained,  

 
“each level [of teacher professional development] has a “different spin” on professional learning. The first 

level is a foundational level to determine which skills and knowledge teachers need to know to work in 

the district: getting everyone to speak the same language, analyze student data, being able to meet 

needs of diverse students. The next levels are more personalized, and teachers can seek out types of 

learning programs that are meaningful and important to them. There is a fair amount of personalization in 

the way that digital credentialing is being used here, even at the foundational level.”  
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Personalization was also an important value for city government employees involved with the 

digital credentialing program used by the Louisville City Government. Michael Schnuerle 

pointed out that government employees could self-select the professional development 

pathway that made most sense for their career development. As he explained, “folks who want 

to go more into a leadership role pick the innovation track, those who want to do more 

technical work pick the data track option. We also put out a call that invited people to submit 

ideas for different badges and tracks.” Digital credentialing in this instance helped structure 

different career pathways depending on individual employee goals and also allowed employees 

the opportunity to have some input in determining what types of professional training would be 

made available to them.  

 

Dr. Lauren Zucker added that digital credentialing not only allows for the personalization of 

professional development tracks, but offers employees and students a chance to customize 

the type of evidence they submit for review and badging. According to Zucker, "the evidence 

component to badging is the most open-ended and allows people to show off a wide variety of 

skills. It’s the best way to personalize digital credentialing process: what evidence do people 

put forward? How do they think that qualifies them for the badge?" 

 

86.4% of survey respondents agreed that digital credentialing encourages learners to share 

evidence of their professional development achievements. Individual users chose which 

evidence to include in the evaluation process for a badge, thereby highlighting the particular 

strengths of their training and customizing the materials that support their claims to skill 

acquisition.   
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“Digital credentialing encourages learners to share evidence of their 

professional development achievements.” 

 

 

 

Patricia Sampson Graner, Director of Professional Development at the Center for Research on 

Learning at the University of Kansas, focused on how digital credentialing allowed her 

organization to operate at multiple scales. Digital credentialing allowed for customization in 

teacher professional development at the individual and district levels while maintaining a 

standard of “fidelity and adherence to the process.” 

 

As Graner explained, “having micro credentials inspired our network of professional developers 

to feel empowered to become experts and for those experts to teach other teachers these 

methods and interventions. By building capacity internally… these interventions can be 

implemented by local people instead of bringing in outsiders.” Through digital credentialing, 

the Center for Research on Learning ensured that professional development administrators in 

school districts across the country could train other teachers in the standards and methods 
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relevant to the particularities of local school contexts. This allows professional development 

staff in schools and districts to have direction over their professional training programs.   

 

In addition to personalization, interviewees identified the flexibility of digital credentialing 

programs as an important value that increased staff and student engagement with professional 

development. According to Jaya Mohan, “the flexibility of digital credentialing has been the 

biggest benefit. What we were aiming to do was not impose more requirements, but rather to 

allow students to show off work that they are already doing and to allow them to build a strong 

portfolio.” The personalization and flexibility of digital credentialing came together to allow 

undergraduate students to showcase their individual achievements and customize the 

evidence they submit without burdening them with more work.  

 

Lynn Girolamo found that digital credentialing provided a much more flexible alternative to 

teacher professional development than traditional on-site trainings. As Girolamo stated, “the 

biggest benefit to teachers is that they can do professional development whenever and 

wherever they want… they can sit on their deck on a Saturday morning or wait until 9PM when 

the kids are in bed. Flexibility is what is behind the overwhelming positive response from 

teachers and administrators. The Superintendent wants to value people’s time and give 

opportunities beyond the traditional [professional development] system.” Due to its popularity 

and flexibility, Girolamo concluded that digital credentialing “has been a ‘spark’ for professional 

development.” Girolamo continued “some teachers are loving this idea so much we can’t make 

badges fast enough for them...there has definitely been an increase in teachers trying to 

implement more technology in classrooms because of the digital credentialing platform.” Since 

teachers can spend time learning and submit evidence on their own schedules, digital 

credentialing offers a more flexible model of professional development than the traditional style 

that requires teachers be available at a certain place and time.  
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While survey respondents and interviewees seemed amply convinced that digital credentialing 

offered important features like visibility, flexibility, and personalization, survey and interview 

data suggests that administrators of digital credentialing programs were less certain about this 

technology’s ability to foster collaborative and social learning. By “social learning,” we mean 

the process by which learning and professional development occur as a social and 

inter-relational practice. For example, does the visibility of a colleague’s professional 

development achievements through the digital credentialing platform inspire other colleagues 

to pursue professional development or additional training? Does a badge earned by one 

community member show different community members what learning options are available to 

them? Do colleagues work together to complete learning outcomes and decide what evidence 

to submit for badges? 50% of survey respondents agreed that digital credentialing had 

improved social learning in the communities where it was implemented, and 50% of 

respondents disagreed or were neutral about that claim. Similarly, when asked if learners in 

professional or academic communities were more inspired by the learning activities of 

colleagues since the implementation of a digital credentialing platform, 54.6% of survey takers 

agreed while 45.4% of respondents disagreed or were neutral. 

 

 

“Digital credentialing has improved social learning within our 

community.” 
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“Since we began digital credentialing, learners in the community are 

more inspired by the learning activities of colleagues.” 

 

 

 

However, when asked other questions about the broad concept of social learning, survey 

respondents did seem to agree in majority about the social dimensions of digital credentialing. 

For example, 81.8% of respondents agreed that digital credentialing promoted a celebratory 

atmosphere around professional development, suggesting that digital credentialing encourages 

colleagues to support one another in the pursuit of learning and training opportunities. 
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“Digital credentialing promotes a celebratory atmosphere around 

professional development.” 

 

 

 

Based on these differences in survey responses on the issue of social learning, it appears that 

the concept of social learning is not commonly understood or clearly defined among those 

surveyed. We may need more data to adequately understand how digital credentialing users 

are thinking about social learning and what elements of digital credentialing constitute social 

learning. 

 

Nevertheless, interviewees identified some features we would consider social learning as they 

reflected on the interpersonal dimensions of their implementation of digital credentialing 

programs. Shauna Martin found that information and idea sharing as part of evidence 

submission promoted experimentation among teachers. As Martin stated, “I like that people go 

go through different [professional development] topics and can see what people put forward 

for different challenges...this encourages people to share ideas and consider implementing 

them in their own classrooms.” Sarah Thomas, Founder and CEO of EduMatch, found similarly 
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that digital credentialing allowed educators to learn from one another and cross-pollinate their 

teaching strategies. “The biggest benefit,” explained Thomas, is “that there is a record of the 

learning. Teachers can share their learning with others and that can spark their ideas...I love 

that it allows people to show what they have done, especially working with educators.”  

 

Some interviewees also found that digital credentialing inspired teamwork and collaboration to 

implement badging programs and earn badges as teams. As Director of Professional 

Development at the Center for Research on Learning, Patricia Graner found that teachers and 

administrators worked in small groups to implement digital credentialing at their districts. 

“Some people are working as teams in districts and at the state-level to get digital 

credentialing installed (2-3 people); it helps them to be a cohesive learning community where 

they are thinking together and problem solving together. Our interventions are complex, so it is 

helpful that teachers have this agency to work together and push each other… it’s been pretty 

powerful in that respect.” Michael Schnuerle also explained that digital credentialing helped 

foster collaboration in local government offices to complete significant projects. According to 

Schnuerle, “we created a badge for people finishing the department’s data inventory. That has 

helped by (1) letting us know that a department has finished the data inventory and (2) getting 

people in the department to work together as a team to get the badge.” By fostering this 

teamwork, digital credentialing has helped colleagues work together and problem solve to 

complete important organizational missions. 
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Insights into Implementation 

Difficulties and Successes  

Interviewees also shared some insights into obstacles they had implementing and sustaining a 

digital credentialing program at their various organizations. Based on this feedback, it appears 

that implementing digital credentialing programs for teacher professional development was a 

difficult but rewarding process. Shauna Martin explained that “some of the pushback [for 

shifting to a digital credentialing platform] has been that people think of it as hokey, and don’t 

understand the purpose of this type of PD tracking. We really went into the “why” of digital 

credentialing because this is relatively new technology. In general, teachers are humble and 

didn’t want to seem like they were boasting or showing off. When we showed teachers the 

visibility function, where they could hide badges or control the types of people who can see 

badges, most felt better about it and seemed to be more okay with the idea of visibility.” In 

Martin’s experience, taking the time to adequately explain and educate teachers about the 

visibility options for badges helped assuage professional pushback against the district’s move 

to digital credentialing.   

 

While some teachers may have been resistant to switching to digital credentialing because of 

the dynamics Martin explained, Lynn Girolamo at Greece Central School District found that 

some teachers greatly preferred the evidence-based model of professional development 

offered by digital credentialing platforms. According to Girolamo, “Badge List puts forward a 

mastery-based idea of professional learning...traditionally, this is “seat time”, where you go for 

two hours and hopefully implement something new or learn something. Digital credentialing 

model is the flip of that...it's not as important how long it takes to learn it, so long as you learn 

it and can substantiate what you have learned and provide evidence…I've noticed that 

teachers who have a student centered class, where students produce “artifacts” of knowledge, 

are really interested in micro-credentialing possibly even to start using with their students.” 

Teachers interested in proving competency in various learning objectives especially related to 

incorporating technology in the classroom found digital credentialing to be a much more 

productive form of professional development than the traditional “seat time” model.  

 

Girolamo also explained that her district spent much time trying to strike a good balance 

between rigor and ease for awarding badges. As she explained, “one of the things we found 

with digital credentialing was figuring out the process so everything isn't “blink and get a 

badge.” They also wanted to avoid the converse, that earning a badge is a long and arduous 
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process. “We want badges to be accessible and a meaningful testament to skills/learning,” 

Girolamo told us. Finally, Girolamo added that teachers were more receptive to digital 

credentialing because they felt connected to and appreciated by their colleagues and 

administrators. “Teachers value that colleagues have made those badges for them,” explained 

Girolamo, “another person on the other side that is part of their local educator community… 

This can be a drawback of online education, lack of personal connection, but our users feel 

that there is actually someone reading their work and thinking carefully about it, wanting to 

apply responses and evidence to the local community of learners.” The interactive process of 

designing badges and submitting and evaluating evidence helped teachers avoid the feelings 

of anonymity and disconnectedness that often result from online education, thereby improving 

faculty reception of this digital credentialing program. 

 

Even though many teachers like those at Girolamo’s district have bought in to digital 

credentialing, other interviewees found that there is still a lot of resistance by teachers to 

switch to this approach, possibly due to misinformation about how hard using the platform is 

and some uncertainty about what digital credentials are. Dr. Lauren Zucker was surprised at 

how few teachers seemed interested in using digital credentialing: “A surprisingly low number 

of people are interested after digital credentialing is explained and presented; I thought it would 

be an easier sell than it is.” Zucker explained “I did a workshop for teachers at a statewide 

conference, and the attendees were really unsure about what digital credentials and badges 

were. It took a lot of explaining to teachers about what badges were: metadata, lots of 

evidence, and not just an image. The education of professionals is a barrier, and we have to 

raise awareness about what claiming badges really means.” Like Shauna Martin’s experience 

implementing a digital credentialing platform, Zucker found it important to spend time carefully 

explaining what badges are and what value they offer for professional development. 

 

Interviewees also provided feedback about their experiences with trying to grow digital 

credentialing programs internally by spreading these programs to other offices within their 

institutions. Vanessa Doriott Anderson, who works with graduate students at NC State to 

showcase their skills for a diverse range of employment opportunities, found that the largest 

obstacle her team faced in bringing digital credentialing to all ten graduate schools at NC State 

was getting the word out about their project across programs, which at NC State are siloed 

and do not often communicate with one another. Staff in Doriott Anderson’s office hope that 

having the central libraries join the digital credentialing project will help boost awareness and 

interest among graduate students.  
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Michael Schnuerle explained that he had some success in encouraging other branches of the 

city government like IT, cyber security, and the Office of Community and Resilience Services to 

adopt digital credentialing programs. Schnuerle commented that “as part of any job, you get 

thrown a lot of new things and people are often weary of these new things and don’t want to 

commit to learning and doing something new unless they can see that it has value. There was 

an initial fear that digital credentialing could be a waste of time.” The visibility of learning and 

training accomplishments by staff in Schnuerle’s office helped convince administrators and 

staff in other government agencies that digital credentialing was a valuable tool for individual 

and group success. Through using a leader board that shows how people are progressing with 

their professional development goals, handing out physical rewards like stickers staff can place 

on their ID badge when they have finished a credential, and creating a website that shows the 

awards staff have earned, Schnuerle’s office managed to generate a large amount of buzz and 

excitement about their digital credentialing program that inspired other agencies to explore 

implementing similar platforms.  

 

Finally, several interviewees communicated that producing tangible items to show learning 

achievements helped sustain celebratory and encouraging energy amongst learning 

communities. For example Dr. Zucker found that her students “felt a little bit of pride and 

celebration, excitement in the moment of earning a badge… though I don't use one, a physical 

tangible badge chart or something similar might encourage student motivation and pride in 

work.” Schnuerle suggested that digital credentialing would be more successful if providers 

like Badge List created physical testaments to learner success that went beyond the digital. 

Schnuerle explained “If Badge List had a feature that allowed people to print out a certificate 

that shows someone has completed a badge, it would likely be a document that people would 

be proud to hang up. Turning digital credentials into something physical would be really useful, 

people like the physical, tangible things as well.” The insights provided by those who have set 

up digital credentialing programs can be helpful to those who are considering embarking on 

this journey themselves. 
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Conclusion 

Digital credentialing programs have been successfully implemented across a wide range of 

professional development and learning communities. Despite the diversity of contexts in which 

digital credentialing has been utilized, digital credentialing program administrators consistently 

identified trackability and visibility as important values for both individual learners and 

organizations more broadly. Survey and interview data also strongly suggested that the 

implementation of digital credentialing platforms increased staff and student engagement with 

professional development because digital credentialing allowed for more flexibility and 

personalization than other professional development programs. Survey data did not 

overwhelmingly support the contention that digital credentialing fostered social learning, but 

interview data illuminated the many ways that digital credentialing encouraged what we have 

called social learning; such a disconnect suggests that the concept of social learning is not 

widely or commonly understood and requires further definition. Interviewees provided valuable 

feedback about what obstacles they faced in implementing digital credentialing programs, and 

the ways that organizations resolved such obstacles. Interviewees found that misinformation 

about digital credentialing impeded the implementation of such programs until leaders 

explained the values and features of platforms like Badge List. Based on feedback from 

interviewees, the success and visibility of digital credentialing programs often encouraged 

other more skeptical members of organizations to become interested in this form of 

credentialing, especially when tangible evidence of learning outcomes like certificates were 

available.   

 

 

 






