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Foreword by Martin Baker of LMMatters

According to various research studies, summarised in the Harvard Business Press book Leadership
Brand up to 45% of organisational performance is due to differences in executive leadership; while
returns to shareholders for firms with top talent is 22% higher than those rated as having average
talent.!

These and other studies suggest that leadership behavior can make a significant and measureable
difference. The difference can be seen in strategy execution, talent management, financial
LISNF 2 NXY I Yy OS 3ndhytynd@. (A 2 y X

It is therefore hardly surprising to find that leadership and management development has never
been more at the 'centre stage' of Learning and Development within organisations.

According to the CBI's Ready to Grow report’, more firms than ever before recognise that improving
leadership and management skills is essential for future business success. More significantly, the
same report highlights that more than two thirds of organisations questioned are looking for more
targeted and cost effective training....Enter e-learning stage left.

In the distant past, e-learning had a - probably deserved - bad press, with a process driven, tick box

approach, and little thought about engaging the people that matter the most ¢ the end users. But in

the more than 20 years that | have been working in the industry | have seen such phenomenal

OKIy3aSs 620K AYy I LILINRBFOKSXZ RSt ADBSNE eleayningisNtll & dzf (G & =
appropriate.

The 70:20:10 Princeton University theory of Learning and Development states that 70% of learning
occurs on the job, including skills acquired in a training program, or from feedback applied to a real
situation. The immediacy of modern online leadership and management development takes account
of this.

Ly FILOGZYyW®WAEENDPAYIOS adzOK Fy AyadSaNI f LI NI 2F WF
OKIFffSyasSa Ay (KAa ¢le& YlIed y20 O2yaARSNI GKAa NI
out dated word and concept anyway) at all.

Anecdotal evidence tells us that this approach works. But surprisingly, before this study there has

been little or no research into the effectiveness of online leadership and management development

- despite the fact that according to previous research by Towards Maturity, 50% of all leadership and

management programmes are now e-enabled® {2 6SQNB GKNAff SR (2 068 Fof
independent research, to start to address this gap.

! Leadership Brand, by David Ulrich and Norm Smallwood (Harvard Business Press, 2007)

2 CBI Ready to Grow - http://educationandskills.cbi.org.uk/uploaded/2010-cbi-edi-ready-to-grow-business-priorities-for%20education-
and-skills.pdf
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Technology-f SR f SI RSNBKALI F YR YIylF3aSYSyid RS@GSt2LIVSyd A
F 2 NJcthSL&Bréntra of our times ¢ but it is so much more than that, and can have a direct
effect on business results.

At LMMatters we are interested in finding cost effective solutions to the challenges that our clients

FILOSs 4SS o6yl (2t(FTy2224KKRA180dz02838KENZT | YR 62 NJ
e-learning as a term may not even be mentioned! But it is undoubtedly learning technologies that

are enabling leaders and managers to access knowledge immediately, effectively and seamlessly,

where and when they need it.

L QR LJS NE 2hadk évér@ne fvhb doiribiite? to this study - the answers here will make us
all more efficient and effective, as well as better prepared to meet the demands of our leaders as
learners in the coming years.

Martin Baker, CEO, LMMatters
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1 Introduction

Nurturing great leadership skills is critical to the success of all organisations. However, in a bid to
save both time and money, innovative online leadership and management development
programmes have become increasingly popular - but how effective are they? Leadership and
management training continues to be a high priority and, increasingly, organisations are considering
more cost effective learning technologies as part of their learning and development approach.

The Ready to Growreport from the CBI in 2010 highlights the priorities facing business in this area.
More firms in 2010 (48%) than 2009 (39%) say improving leadership and management skills is
essential for future success, and this is even more important in the public sector (73%). The same
report also highlights that over two thirds of organisations are looking for more targeted and cost
effective routes for training. ¢ K S/ . B@ding formGvomthreport shows that the demand for

f SFRSNEKAL) &1 Ainf0a1 fak rdoye BuBinesseR ekpgcHto ihcrgadsedhe number of
jobs that need leadership and management skills (71%) than expect a reduction (6%). These skills are
not readily availableastK S L y & (i A (i dz&IBckdroy thEkiNsXE MidicRe phE°Ghows, with
leadership and management skills at the top of the list for organisations reporting skills gaps in their
current staff.

As a result, leadership and management training continues to be a high priority and increasingly
organisations are including learning technologies in the development of programmes as they explore
cost effective means of addressing a critical skills shortage. In 2008 the Chartered Management

L v & (i AéadrigSatMiorkeport® found that new media is now growing in popularity with
managers and points to how technology can be introduced into the blend. Since then, an increasing
proportion of leadership development programmes are now e-enabled (50% compared to just 34%
in 20087).

Our research investigates new approaches to learning that are being adopted for leadership
development programmes and the impact that they are having on business performance.

This report looks at:

e What are the drivers behind the use of learning technologies for leadership development in
20117

e What new technologies are being used in leadership development programmes and how are
they being used?

e What is the impact of new technology on the delivery of these programmes?

e What are the barriers to change and how are these being overcome?

e What implementation approaches are working well ¢ and what can be improved?

3CBI G Learning to Grow - http://highereducation.cbi.org.uk/uploaded/2010-cbi-edi-ready-to-grow-business-priorities-for%20education-
and-skills.pdf

4 CBI ¢ Building for Growth May 2011 http://educationandskills.cbi.org.uk/uploaded/20110509-building-for-growth.pdf

> 10D ¢ Shackled by the skills crunch - http://www.iod.com/MainWebSite/Resources/Document/shackled_by_the_skills_crunch_1012.pdf

6 )
CMI Learning at work report - www.managers.org.uk/evolution

’ 2010-11 Towards Maturity Benchmark Study www.towardsmaturity.org/2010benchmark
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The aim of the research is to help all participants and the industry as a whole understand the
opportunity and improve the impact of learning technologies for leadership development
programmes in the workplace.

Definition

For the purpose of this study we define the term e-learning and/or learning technologies as: dThe
use of any technology across the learning process, including skills diagnostics, learning delive
support, management (of learners and content), informal farmal learningg

This independent study has been carried out by Towards Maturity, a not for profit benchmarking
practice, and builds on its benchmark research over the last seven years with 1200 organisations.
This in-depth study has been sponsored by LMMatters.

© Towards Maturity 2011
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2  Methodology and p rofile of respondents

Individuals responsible for implementing leadership development programmes in the workplace
were invited to take part in an online survey - which was developed in association with a number of
independent industry experts. Our thanks go to lan Myson (Chartered Management Institute), Nigel
Paine (nigelpaine.com), Charles Jennings (Duntroon Associates), Clive Shepherd (Onlignment) and
Joan Keevil (Designs on Learning) for their input to the survey questions.

Data was collected during April and May 2011.

More than 180 organisations from across the UK took part in the research. Where there is more than
one respondent from an organisation, any numeric values are averaged to give a single value for the
organisation.

The invitations to participate were distributed by a number of organisations with an interest in
leadership development.

Throughout the report a number of comparisons of implementation activity are made with
participants who contributed to the 2010-11 Towards Maturity Benchmark investigating broader use
and impact of learning technologies in the workplace. Comparisons in this study are made against
the:

e The benchmark average C average response across the full sample of 400
participants;

e The benchmark top quartile ¢ organisations that are in the top quartile of
organisations reporting the most benefits as measured by the Towards Maturity
Index (www.towardsmaturity.org/static/towards-maturity-index).

2.1 Company size and location

This report predominantly represents the views of larger organisations working with staff spread
across regions and nations. The majority of respondents were from the private sector (58%),
although a significant number of responses were received from those in the public sector (33%) and
not-for-profit sector (10%), allowing us to present an analysis by sector.

Participants are spread across a number of geographic locations.

e 31% of respondents answered from the perspective of a multinational company operation,
including 22 companies with over 1000 learners on leadership development programmes

e 53% operate from multiple locations within the UK

e 16% operate from a single location - including 19% of companies with fewer than 10 staff on
their leadership programme

© Towards Maturity 2011
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Figure 1 Number on Leadership programmes

250-999
13%

100-249
17%

Over 1000
12%

2.2 e-learning maturity

Towards Maturity research has consistently
shown that those organisations that are
more mature in their use of learning
technologies are able to report greater
impact on their organisational goals ¢
delivering greater volumes of learning, at
lower cost and with better results as they
gain more experience in implementing
learning technology solutions. Respondents
had a range of experience, from those
O2YyaARSNA Y3
learning technologies, to those with learning
technologies thoroughly embedded in all
aspects of their organisation learning
culture.

The majority of companies described

iKSYasSt

themselvesas W5 S@St 2 LAYy 3 |

their use of learning technologies.
Twenty respondents felt that learning
G§SOKy2t23ASa sSNB
aspect of their company.
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3  Atrticulating the benefits

What benefits are organisations looking to achieve from the use of learning technologies in their
leadership development programmes?

Four out of five organisations are investing in leadership development programmes to help them
lead change and improve performance.

More than 70% invest in order to improve employee engagement and overall alignment to
organisational objectives. More than 50% are investing to prepare their organisation for the future,
through talent management and succession planning (see Table 1).

Table 1 Primary organisational drivers for leadership development activities

Driver | % Seeking benefit
More effective leadership of change 85%
Improved performance management 82%
Increased alignment to organisational objectives 73%
Increased employee engagement 73%
Improved talent management 57%
Improved succession planning 53%

z

¢26F NRa al Gd2NAGe@Qa wnmn . SYOKYIFN)] aK2ga GKI
increasing - so what additional benefits are businesses seeking?

[N
[N
)

N

Four out of five organisations are introducing learning technologies into the mix in order to:

e Improve efficiency (saving time and cost);

e Improve productivity (through sharing of good practice between managers, reducing time to
competency and ensuring faster application of learning back in the workplace);

e Increase agility (in terms of increasing speed of engagement and responding to changing
business needs).

Over three quarters of organisations are also looking to decrease time to competency.

2SS INB t221Ay3 G2 AyONBIasS GKS &bty 2F (KS L
AK2NI S@Syidaodé

a [ S FghE¢hhologies help us todrease access to additional
1y26ft SRAISKIKS2NASak!l NIAOf Saté

The following benefits have been reported by those seeking them:

e 4 out of 5 report that they are reducing cost, increasing the speed of engagement with
learning and reducing time spent away from the business;

© Towards Maturity 2011
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e 2 out of 3 believe that technology is helping to deliver a more consistent and faster
application of learning back into the workplace, is reducing time to competency and is
increasing adaptability;

e 3 out of 5 organisations looking to improve sharing of good practice amongst managers
report that this is indeed happening.

Figure 2 Benefits reported by programme designers through the use of learning technologies

Reduce time spent away from the business

Reduce cost

Increase speed of engagement

Faster application of learning back in workplace

Increase ability to adapt programme to specific
need/context

Increase the ongoing sharing of good practice between
leaders/managers

Reduce time to competency

More consistent application of learning back in workplace

0% 20% 40% 60% 80% 100%

Notrelevant  ® Notyet achieved W Achieved largely or in part

We also asked the benchmark participants about the benefits that their managers reported back to
them. The top benefits most likely to be reported by some or all managers that are specifically
attributed to the use of learning technologies are:

Reduce time spent away from the business (62%)

Increased sharing of good practice by leaders/managers (53%)

Reduce time to competency (48%)

Increase the ability to adapt programmes to specific needs or contexts (47%)
Faster application of learning back in the workplace (45%)

Reduce training costs (43%)

Increased speed of engagement (43%)

NV A WN R

More consistent application of learning (39%)
As one delegate responded:
OWe are looking for étter integration between directorates as a result of mixed

RANBOG2NI GS O2K2NJiaoé
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3.1 Quantifying the benefits

We looked at two Key Performance Indicators that illustrate the positive impact that many are
making on their business efficiency through the implementation of learning technologies. The
following table outlines how the sample compares with the benchmark averages from previous
studies. It shows that whilst the use of technologies in leadership learning is having an impact, there
is still potential for further increases in efficiency moving forward as a result of improved
implementation processes.

Indicator Average for leadership = Benchmark Average  Benchmark Top
sample Quartile

Cost saved 16.4% 18% 20.7%

Reduction in study time 14.8% 22% 27%

Despite the fact that many expect technology to deliver benefits, few organisations are specifically
measuring the impact of learning technologies directly on those key areas and instead rely on
estimates. We asked a series of questions to understand if these benefits could be quantified.

To simplify the response, we asked respondents to rate improvements as greater than 15%
improvement, less than 15% improvement, no change or not measured or not relevant.

Fewer than 50% of the participants were able to answer this question but for those that did the
answers were aggregated to provide a conservative estimate of improvement which could then be
compared with our benchmark average. Although the improvements noted are conservative
estimates, over one third of companies were realising tangible improvements as a result of
implementing learning technologies

The participants highlight that that learning technologies have contributed to an:

e 8% increase in qualifications or certifications;
e 8% improvement in their current measures of learner satisfaction/engagement;
e 9% improvement in the reach of learning.

These levels of benefit are in line with the benchmark average for qualifications and improvement in
learner satisfaction but whilst the improvement in the reach of learning is significant, this is less than
the overall benchmark average of 13%.

3.2 The knock-on effect

An analysis of data collected in the Towards Maturity general benchmarking research in 2010 sheds
more light on the knock-on effect of e-enabled leadership development. This study considered the
effectiveness of learning technologies across the whole organisation and showed that when top
leaders use learning technologies in their own development there is a direct correlation with
reported business and staff performance.

© Towards Maturity 2011
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We found that when there is strong agreement that top leaders are using and promoting learning
technologies within their organisation, Towards Maturity Benchmark Key Performance Indicators
showed a significant improvement:

e The Staff Impact Indicator (that looks at reported overall staff satisfaction and engagement)
increases from 3.88 to 5.02;

e The Business Impact Indicator ( that considers all aspects of business performance including
efficiency and productivity improvement) increases from 4.95 to 5.05;

e The average Towards Maturity Index (mapping effective practices within a business)
increases from 48.46 to 62.69.

Generally, when leadership learning is e-enabled, organisations are enabling more of their overall
formal learning with technology (37% up from 23% across all organisations), and realising greater
reductions in time to competency and cost reductions. When top leaders are using learning
technologies, organisations report an overall:

e 37% increase in the proportion of staff using learning technologies;
e 12% increase in the volume of technology enabled learning that is delivered;
e 19% greater cost reduction.

© Towards Maturity 2011
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4 |l t 0s al | i n the bl end

How is technology influencing leadership development in 2011?

Organisations are using a broad mix of approaches for their leadership development programmes.
Across the sample participants reported that on average, 58% of their leadership development
interventions are currently delivered face to face, 29% combine face to face with technology and
14% are delivered via learning technologies alone.

In analysing the mix of learning approaches of the participants in more detail, we draw on Clive
ShepherdQANB I R RSFAYAGA2Y 2F o0fSYRSR fSINyAy3a Ay KAa

W blended learning solution combines educatl and trainingnethodswithin different social

contexts for learning (self study, one to one, group) with the aim of increasing learning effectiveness.
It may also mix the learningiediaused to deliver the solutioffiace to face, online, offline) asnay

G2 2LIAYAAS GKS STTAOASYyOe 2F GKS az2ftdziazyQ

I § 32Sa 2 ytheseZzhoides &re niaflelinfresppnseddicular learning requirements
b dZRASYOS OKFNI OGSNRAGAOA YR LINI OGAOFE O2yvadN; Ay

So what learning methodsare being offered in the leadership development learning blend?

4.1 Learning methods

We asked about a number of learning methods that are used within leadership development and,
ol &SR 2y [/ fA0S {KSLKSNRQA O2y (S HHerddbafbroadamiRabt 2 F
methods being used. Face to face methods - such as formal workshops and non-formal coaching ¢

daly

are the most likely to be used.

Table 2 Types of learning methods most likely to be used in leadership development

Category Learning Method % of sample using
methods (regardless of media)

Formal Workshops 96%
(learning to do something Self-study lessons 80%
in a structured setting)

Games/simulations 66%
Non-formal Coaching 93%
(learning to do something ; o,
wadzald Ay OFasSqos y2 Reading 90%
formal programme but learning Conferences 85%
for the futurg Communities of practice 62%
On demand Checklists & job aids 82%
(learning to do somethimW 2 dza () Ay
Experiential Action learning 87%

8
http://onlignment.com/thenewlearningarchitect/
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Experiential Role play 85%
(learningfrom experience ithe 360 degree feedback 81%
workplace
Action planning 81%
Assignments 77%
Shadowing 67%

Figure 3 highlights the organisations that are using these methods in either a purely face to face
SYG@ANRYYSY (> | a ogdimhdior veh FechhologpaloheSY RS RQ  LINJ

Figure 3 Extent to which learning methods are e-enabled

Workshops

Games/simulations

Self-study lessons h

Formal

Coaching
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Reading

Communities of practice ﬁ
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Role play
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Action learning

Action planning

Experiential

Assighments

360 degree feedback

Learning t
H Blend
B F2F only

echnologies only

Checklists & job aids ﬁ

On
dem
and

T T

0% 20%

40%

60%

80% 100%

It is clear that the choice for learners is no longer simply between classroom and self study methods.

I Y R& A Cde@equired S NI
to take a prerequisite e-learning course prior to attending the classroom, and then revisit the e-

learning for refresher training. Here we see that different learning methods are increasingly being e-

9 lj dzI f thidndCQs b korger Mst about (i K St SHSNY A vy 3

enabled and blended using learning technologies:

a

e Formal learning - no longer just about the classroom or just e-learning content. For example,

whilst workshops are predominantly face to face, more than 30% are being enabled by

technology. Self study training is not just being delivered as stand alone, 10% of

organisations are included it an integral part of face to face programmes;

© Towards Maturity 2011
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e Non-formal learning ¢ learners increasingly have access to communities of practice with a
third offering these to managers on a stand alone basis and a third embedding communities
with a blended approach. 60% of coaching is taking place face to face but 30% blend both
technology and face to face to support the coaching process;

e Experiential learning ¢ although role play remains the most popular learning method used by
70% of organisations, the experience is no longer delivered purely face to face with 15%
using a mix of media. Overall a high percentage of experiential learning is now blended and
e-enabled;

e On-the job or on demand learning is most likely to be used in blended learning solutions and
stand-alone learning technologies.

We asked respondents to comment on what they find is working well in their leadership
programmes:

oHaving a variety of approaches to learning has worked well and increased&ccess

0Coaching for senior executives and managasworked well. Thase of etools as

part of communications workshop has worked well in establishing preferred
communication styles within teams. 360 feedback works well when used as part of a
programmeé¢ (NHS Direct)

However, many are finding that managers are still looking for traditional forms of learning:

oDewite an increase of availabklearning face to face requestsif training have
increased (Cornwall & Isle of Scilly Primary Care Trust

dTechnicalHardQraining delivered on line has worked well but there is reluctance
towards onlindeadership / managemertaining® ¢

4.2 Selecting delivery media

If a significant range of learning methodsare now being e-enabled, what mediaare being used to
deliver the solutions and is the mix of media expected to change?

Currently the top delivery media and tools used in leadership training are:

e Video conferencing/virtual presence (71%);

e Learning management systems (70%);

e Other online resources such as eBooks and eJournals (63%);
e Diagnostic tools (63%).

Organisations are looking to increase the online resources available for on-demand learning.They
OdzNNBy (i f & dzed KIS { WIQE |-BAte e WsHFAZccht¥nt, but the proportion of in-
house and customised development is expected to increase. Typically media might be used in a
range of different delivery methods, they have been categorised in Table 4 below in areas that they
are predominantly used.

© Towards Maturity 2011
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Table 3 Delivery media in use and planned over the next 2 years

Category Technology/media Used and Planned
plan to use in two
more years

Formal Virtual classroom 14% 32% | 31% 23%

Formal Immersive learning environments eg serious 16% 19% | 51% 14%

games and simulations

Non-formal | Podcasts 18% 28% | 35% 20%

Non-formal | Video conferencing/Virtual presence 38% 33% | 19% 10%

Non-formal | e-learning courses - custom made 39% 21% | 18% 21%

Non-formal | e-learning courses ¢ ¥ff-the-shelfQ 48% 11% | 27% 15%

On-demand | Mobile devices to deliver content 16% 16% | 42% 27%

On-demand | Video content (best practice within our 21% 28% | 38% 14%

organisation)

On-demand | External social networking or peer-to-peer 24% 23% | 47% 6%
sites (eg FaceBook, LinkedIn, Twitter)

On-demand | In-house social media 26% 23% | 31% 20%

On-demand | Dedicated online resources for leadership eg 34% 23% | 32% 11%
Harvard ManageMentor, ILM, LearningZone,
CcMI

On-demand | Video content (best practice outside our 33% 22% | 34% 11%
organisation)

On-demand | Internal/enterprise-wide information 34% 21% | 31% 14%
services such as SharePoint

On-demand | Other online resources eg eBooks, elournals 41% 22% | 24% 13%

Experiential | Diagnostic tools 31% 32% | 30% 7%

To support administration across the programmes 49% are using learning management systems
(either integrated with HR or standalone), 21% are using and plan to use them more and 16% are
planning to introduce them in the next two years.

In our analysis of the methods we found that workshops have a high focus on face to face delivery,
but this is potentially an area of shift in the future, with 50% of organisations expecting to introduce
or increase their use of virtual classrooms .

The use of video conferencing (which can potentially be used in a wide range of non-formal and on-
demand development activities, from action learning, sharing of good practices or online
conferences) is also expected to increase - in 2 years time it is predicted that they will be in use in
more than 80% of organisations.

Within the next 2 years, the top tools and technologies are predicted to be:
e Learning management systems (84%);
e Custom-made e-learning courses (82%);
¢ Video conferencing/virtual presence (81%).

© Towards Maturity 2011
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Organisations are also looking to increase the flexibility of their learning provision and to extend
access to a wider audience. Figure 4 outlines the media with the highest overall growth expectations

in this study:

Figure 4 - Media with highest growth expectations

90%
80%
70%
60% (L —
50% (L
40%
30%
20%
10%
0% T T x T . T
custom Video In-house Video Podcasts Mobile Virtual
elearning Conferencing social media content (best devicesto  classroom
practice deliver
within content

organisation)

mUsed mUsedandplantousemore Planned in two years

Mobile learningA &8 06 SAy 3 dzASR 08 omMpUIRFVFSQNBERZ YA &UZOA2ZNIGE F2 N

and access to online information sources. Within the next 2 years this is predicted to rise to 58%.
The current benchmark value across all sectors for using mobile learning is 36%.

Approximately half of respondents are using in-house or external social media sites (the current
benchmark value is also 49%). Whilst there is a modest increase anticipated in the growth of use of
external sites, a greater number of organisations are planning their own in-house social media which
again can be used to share good practices.

There is also an increased expectation to use video within leadership training, both to capture
examples of best practice within the organisation and to demonstrate and share best practice from

others.

Specialised resources, such as those provided by Harvard Business Publishing, CMI and others and
the dedicated online sources for management and leadership are used in 57% of organisations, with

a further 11% planning to increase their use.

© Towards Maturity 2011
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4.3 Future trends

Organisations are predicting that they will decrease the proportion of face to face training over the
next 2 years, with a corresponding increase in blended learning and technology-enabled learning.

Figure 5 Predicted change in learning methods over the next 2 years

70%

60%

50%

40% -

M Faceto faceonly

M Blended
30%

e-learning only

20%

10%

0%

Increase Stay the same Decrease

NB. The respondents may be biased towards those that offer e-enabled leadership programmes.

Interestingly, of the 18 respondents offering solely face to face leadership training, 7 of them are not
planning to introduce learning technologies into the mix within the next two years.

OWe have not used-kearning for leadership and management training, although
parallel to this is one exceptier360 degree feedbackout this is for the whole
workforce. Our managers would not do any of the courseandatory attendance at a
faceto-face classrom is the only way to get them to participade.

4.4 Budgets for learning technologies

Three out of 10 organisations have seen their budget for leadership and development increase over
the last two years, and the same number anticipate further increase over the next two years. Only 1
in 4 have seen a decrease in overall budget in this area.

An average of 27.1% of the learning and development budget (for those who responded) is spent on
learning technologies. Six out of 10 organisations anticipate that the proportion allocated to learning
technologies will also continue to increase.

In figures 6 and 7 below, the blue columns indicate the changes from two years previously and the
red columns indicate the predicted change in budget over the next 2 years.
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Figure 6 Change in overall training budget Figure 7 Change in % allocated to e-learning
70% 70%
60% 60%
B Current B Current
50% 50%
B Planned B Planned
40% 40%
30% - 30%
20% 20%
10% - 10%
0% - 0%
Increase Stay the same Decrease Increase Stay the same Decrease

5 Leaders as learners
What learning services are being offered to leaders and managers?
In this study we considered leadership development offerings for 4 different audiences:

e Existing directors and senior managers;
e Middle managers;

e  First line supervisors/ shift managers;

e Future managers.

Figure 8 Programme delivery by audience

Middlemanaeers _ I

First line supervisors/Shift . Learning technologies
managers

only

0% 20% 40% 60% 80% 100%

mF2F only

m Blend

m Not offered
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Three out of 5 organisations are now offering a blended learning approach to support their middle
managers, first line supervisors and future leaders. Whilst classroom training alone is more likely to
be chosen for directors and senior managers, still 49% of senior director programmes are delivered
using a blend of classroom and technology. Less than 5% of respondents are offering learning
technologies alone to these audiences.

5.1 Learner preference

When it comes to learning media, what are the audience preferences?

It was beyond the scope of this study to investigate specific approaches for each audience; however,
given the proportion of blended learning in use, we investigated audience preferences for learning
media.

The following 4 tables indicate the top 5 preferences for different audiences. In each case it should

be noted that these are the perceptionof preferences noted by learning and development

professionals responding to the onlinesurvey NI 4§ KSNJ G Ky YIylF 3SNRa RANBOGT
the audience preference as a percentage of the organisations that offer that medium within their

programme, not the total sample.

Table 4 Senior leader preferences

Category Delivery media % of respondents

citing method as most
used/preferred media

On-demand Paper 58%

On-demand Dedicated online resources for leadership (eg Harvard 45%
ManageMentor, ILM LearningZone, CMI)

On-demand Mobile devices to deliver content 38%

Non-formal Video Conferencing/Virtual Presence 32%

Formal Classroom 29%

Table 5 Middle manager preferences

Category Delivery media % of respondents

citing method as most
used/preferred media

On-demand Mobile devices to deliver content 68%

Formal Immersive learning environments (eg serious games and 49%
simulations)

On-demand Video content (best practice outside our organisation) 41%

On-demand Dedicated online resources for leadership 40%

Non-formal Podcasts 37%
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Table 6 First line manager/team leader preferences
Category Delivery media % of respondents

citing method as most
used/preferred media

Non-formal e-learning courses ¢ ¥ff-the-shelfQ 60%
Formal Virtual classroom 46%
On-demand In-house social media 40%
On-demand Video content (best practice outside our organisation) 36%
On-demand Video content (best practice within our organisation) 34%

Table 7- Future manager preferences
Category Delivery media % of respondents

citing method as most
used/preferred media

On-demand External social networking or peer-to-peer sites (eg 39%
FaceBook, LinkedIn, Twitter)

On-demand Mobile devices to deliver content 38%

Formal Immersive learning environments 32%

Non-formal Podcasts 29%

On-demand In-house social media 26%

Across the audiences, on-demand and non-formal methods predominate in perceived preferences
for leadership and management training. The data also reflect the level and nature of content that
each group focuses on. For directors and senior leaders, the top media preferred and used is
traditional on-demand, paper-based learning materials (58%); for middle managers, mobile devices
to deliver content came out top (68%). This group also make most use of immersive learning
environments, video content and podcasts, many of these media provide an on-demand service to
support time-starved managers at this level. For first line managers or team leaders looking for
ISY SNI f -the-i K 6 fledirdng @'2sd&s Proved to be the most used or preferred, possibly
providing general principles for potential career progression; and for future leaders, the preference
was for external social networking or peer-to-peer sites.

It is clear that even when developing a blended learning solution, one size does not fit all and the
importance of understanding learner preferences before committing to design should not be
underestimated if organisations are looking to increase adoption and impact.

Considerations for learning design in the future

Three out of 5 organisations are using bespoke e-learning content which is widely appreciated by all
audiences (see Appendix 1) but does not make it into the 4bp p 3t for any audience. Media such as
the classroom and virtual conferencing are also used extensively and yet only make it into the top 5

list for senior directors.
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Adding different media options may open up additional opportunities for engagement for example:

e Mobile devices to deliver content are in the top 5 preferences for directors, middle
managers and future managers but only currently used by 31% of the sample;

e Immersive learning environments and podcasts - in the top 5 media preferences for middle
managers and future managers but only in use by 35% of the whole sample;

e Podcasts, which are relatively inexpensive to produce, are also in the top 5 media
preferences for middle managers and future managers but only in use by 46% of the whole
sample;

e Dedicated online resources for leadership are again in the top 5 preferences for directors
and middle managers but only in use by 57% of the sample;

e Video content (sharing best practices outside of the organisation) are in the top 5
preferences for middle managers and team supervisors but only in use by 55% of the
audience.

Appendix 1 provides a full table of audience preferences.

5.2 Developing careers

Given the importance of leadership skills for future business success, what formal skills
programmes are being offered?

In previous benchmarks, we have found that organisations that support career aspirations and
personal job goals with learning technologies are more likely to engage staff and report results. So to
what extent do formal leadership development programmes support qualifications and career
progression?

The four topics most frequently offered in formal leadership development programmes are:

e Leadership and/or management (offered by 97% of respondents);
e Coaching and mentoring (92%);

e Project management (84%);

e Personnel management (79%).

These topics are also the most likely to lead to formal certification or accreditation. Many
organisations across the private, public and not for profit sectors also offer their own internal
schemes for certification - particularly for leadership or management programmes.

However, there is a greater propensity to offer programmes leading to National Vocational
Qualifications or MBAs in the public sector. Many organisations support more than one scheme:

e 55% of public sector respondents offer NVQs in one or more subjects (vs. 29% in the private
sector);

e 73% of public sector respondents offer MBAs or internally recognised qualifications in one or
more subject areas (vs. 51% in the private sector).
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The initial review indicated that both face-to-face skills delivery and e-enabled delivery were being
used to support qualifications in some shape or form: neither delivery method was more likely than
another to support qualification programmes.

Figure 9 Programmes leading to certification or accredited qualifications

Leadership and/or management

Coaching and mentoring

Project management r

Personnel management Internal scheme

M External/International Quals

Managing volunteers mVQs

Social enterprise

Enterprise and business start-up

0 10 20 30 40 50 60

Number of organisations

Most organisations are linking their leadership development programme, or some aspect of it, to
some form of qualification.
e 56% of respondents offer MBA or other external, internally-recognised qualifications;
e Hf2 I NB dzaAy3a [ SIFIRSNBAKAL FYR alylF3aSYSyid b#vk/|
e 53% have their own internal certification schemes (27% for coaching and mentoring
programmes).

In addition, many organisations mandate aspects of their leadership development programmes for
career progression.
e 22% mandate leadership and/or management (14% of public sector and 28% of private
sector organisations);
e 17% mandate qualifications in personnel management;
e 13% mandate qualifications in project management.

Few organisations are including programmes in enterprise/business start-up (33%), social enterprise
(34%) or managing volunteers (34%) and these topics are unlikely to be assessed or lead to any form
of certification.

In the general benchmark only 22% agree that career aspirations and job goals are supported, clearly
more focus is given to this in leadership and management training than in other areas.
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6  Barriers to successful e -learning adoption
The top barriers to implementation of learning technologies for leadership development are:

Lack of knowledge about its potential use and implementation (65%)

Reluctance by senior managers to use online material (54%)

Not seen as a management priority (51%)

Unreliable ICT infrastructure/technical restrictions/firewall/low bandwidth (47%)
Reluctance by line managers to adopt new ways of learning (46%)

vk wNe

Whilst senior and line managers were reluctant to use and to promote e-learning, learning and
development staff were generally more willing to innovate in this area than the 2010 benchmark
revealed across all training areas.

Figure 10 Barriers to implementation of learning technologies

Lack of knowledge about its potential use and
implementation in leadership development

Reluctance of senior managers to use online materials

Not seen as a management priority

Unreliable ICT infrastructure/low bandwidth technical
restrictions/firewall

Reluctance by line managers to adopt new ways of learning

Reluctance by senior managers to adopt innovative learning
practices

Lack of high quality content that supports our business goals

Cost of set up and maintenance

Lack of skills amongst L&D staff to implement and manage
e-learning

Poor learner IT skills
Past experience has not fulfilled our expectations

Lack of credibility of learning materials
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Number of Organisations

However, there are cultural factors within organisations that are holding back the widespread
adoption of learning technologies for leadership development:

G¢KSNB A& | OdzZ GdzNJ f .dtisldificuliit@®eicodiBie Of | &
reluctance of many managers to spend tmB& F RAy 3 SiO0dé odaz2ii
Ltd)

Ga2PAy 3 (K Sirod AEiniggoslledrting vultuée 6 wb [ L 0
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0Off the shelf dearningwon't engage managers, it tends to be dull and uninspiring
but that'strue whatever the topi€. 0| y dzY 0

dNever underestimate the likely lack of IT confidence, or the prevalence of what you may
consider to be out of date technology, and make sure that you test for both before you
launché¢ 6/ NRFdG alylF3aSYSyid / SydiNBo

When we compare the barriers reported with current benchmark 2010 values (where available) we
conclude that there is good quality material available for leadership development and that managers
have confidence in it. Training staff are also more likely to have the required skills to implement and
manage e-learning programmes.

Figure 11 Barriers reported for leadership training compared with those reported across all training

Lack of knowledge about its potential use and ‘ ‘ ‘

implementation in leadership development
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7  Improving the impact of e -enabled leadership
development programmes

Given the increased investment in technology, what can be learned for improving implementation
and results?

Over the years, Towards Maturity has identified six work-streams of implementation behaviour that
influence ongoing success:

Defining In this study, we specifically investigated
Heed - two of the workstreams ¢ Ensuring
Capabiily Engagement and Demonstrating Value -

Learner
Context

TRy that are typically the weakest areas of all
s implementation.
For those interested in benchmarking
oo implementation against the full Towards
Maturity model please visit
www.towardsmaturity.org/mybenchmark

Ensuri
Engagement

'I

ALIGNING TO NEED DELIVERING IMPACT

7.1 Ensuring Engagement

Previous studies have indicated that there are 5 key areas within this workstream that have a
significant impact on learner engagement with technology-enabled learning:

1. Engaging with top leaders and managers C in the design, promotion and endorsement of
learning technologies

Engaging learning and development professionals as stakeholders

Management of the cultural changes that accompany innovative approaches
Empowering learners to take control of their own development

vk wN

Supporting learners throughout the learning process.

When organisations focus on ensuring engagement, the results on both business performance and
the impact on the staff are dramatic. The Towards Maturity Index (TMI) provides a single, composite
measure of the impact that learning technologies are having on organisational performance. The
Benchmark 2010 research - with more than 400 organisations - found that the TMI rose to 67.66 for
organisations scoring highly in the Ensuring Engagement workstream from a benchmark average of
48.46. The single factor that made the greatest difference was when top leaders and managers were
fully engaged with learning technologies ¢ both through their endorsement of technology-enabled
programmes for others and in their own use of technology-enabled learning for personal
development.
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The figure overleaf considers 5 individual action areas within the ensuring engagement work stream
that correlate to business results and highlights the extent to which they are being implemented
within this sample.

Figure 12 Ensuring engagement

We work with directors/senior managers to endorse w | | | | | |
learning

We include managers/usersin the programme design

We target training and HR staff to engage learners

We provide resources/jobaids to help on the job application

We link learning to appraisal/performance management _

We work with local champions to support learners

0% 10% 20% 30% 40% 50% 60% 70%

Compared with previous studies we found a higher degree of engagement from leaders and
managers with technology than in the overall benchmark studies.

Engaging with top leaders and managers

. 60% work with Senior Managers to endorse learning (compared to an average 29% of other
organisations in the 2010 benchmark).

. 51% involve managers in the design process for the programme (compared to 28% for the
2010 benchmark value).

However there is still a real challenge to be overcome in encouraging leaders and managers to use
and be seen to be usinglearning. The barriers are most pronounced amongst line and middle
managers.

6Engagement with line managers is still a challenge but learners themselves really
embracee-learning We need to do some more work arowrgjagingline managers
who see it asoo time consuming to deal withlearningé (Yorkshire Ambulance
Service)

One way to perhaps address this might be to increase linking learning to appraisal/performance
management objectives (49% do this for management and leadership development compared with
64% from other studies).
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Supporting learners

. 35% work with local champions to support learners (compared with 28% of general
benchmark participants).

Programme designers in leadership development are twice as likely to provide resources/job aids to
help managers apply their knowledge and skills in the workplace (40% agree that they do this,
compared to 19% of general benchmark participants). Given the media preferences of learners
discussed earlier, this is still an area of potential improvement to increase engagement.

Learning and development professionals as stakeholders

44% target local training and HR staff to engage users. Part of the challenge lies in the lack of skills
amongst L&D staff to implement and manage technology in learning which is still reported by 2 out
of 5 respondents. This is lower than the benchmark average (59%) but is still a concern for many and
a frequently reported barrier in this study. Investing in the skills of learning and development staff in
this area remains a strong recommendation.

oManagement trainers feel that with the interactive nature of subject ar@ais)
difficult to use a rigid training provision thebes not allownteractA 2 y €

What is working well?
When we asked respondents what was working well in their organisations, comments included:

oCoaching staff after courses are completéétting manager buyn before staff are
enrolled

anvolving the team ithe proposed training activitynternal buy in prior to roll out.
Assigning individual developmetatthe learningaims of the cotses

GThe cos effectiveness of-learningis not always appreciated or utilised if staff are
given the option. The change in culture has to be endorsed from senior management.

0By making some 'e' learning mandatory thas ensured takep to try other elearning
courses

0Use of innovative and different ways of engaging leartheg's
We also asked respondents to comment on the lessons learned that might help others:
0Engage learners identifying learning needs amtsigning learning pathwags

0Get employees involved at the very first draft stage of learning being devised to
maximise engagemeat

0Engage learners by givitigem access to career develognh e-learningrather than
traditional statutory and mandatory &ningg.
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dDevelop a process whereby skills can be evaluated in the workplace or have champions
available to providextra support after workshopseinforce the learning with follow

ups at their workplace/statiah

OEnsure help via phone or email is alwagshand for technical queries i.e. what to do if
passwords have been forgotten or {ogdifficultiesé

7.2 Demonstrating Value

Organisations that focus on activities that involve gathering feedback, measurement of benefits and
ongoing communication of results are increasing the take-up and adoption of learning technologies

and realising the greatest impact from their use.

As organisations mature in their use of learning technologies, they are increasingly likely to gather

feedback from the business, goiy” 3

0Se2yR

0 K S medsKringleffdivededs 5 @rin<df ( 2

business metrics and communicating the benefits back to key stakeholders.

The figure below considers a number of action areas within the Demonstrating Value work stream
and highlights the extent to which they are being implemented within this sample.

Figure 13 Demonstrating value

We routinely collect feedback from the users of each course

We monitor completion statistics

We conduct regular surveys on staff satisfaction

We conduct before and after surveys to gauge impact of
individual programmes

We collect information on the extent to which the learning
points have been understood

We collect information on how the learning points have
been applied at work from learners

We collect information on how the learning points have
been applied at work from learner's managers

We collect financial data related to the programme benefits

We calculate return on investment for the programme

0%

20% 40% 60% 80% 100%
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Most organisations in this study are recording course registrations, course completions, course
assessment results (where applicable) and qualification outcomes (where applicable). 78% record
learner satisfaction at the end of the course and 68% record course completions. Whilst this may
help demonstrate acceptance of new learning media, it does not demonstrate the value they are
bringing to the business.

Measuring effectiveness

We found that considerably fewer organisations are following up on how the learning points in the
programmes have been applied in the workplace:

e 36% collect information from their learners
e 31% collect information from the managersof these learners.

Fewer still are collecting financial data related to programme benefits, or calculating Return on
Investment for their leadership programmes.

G 2 K I Gworkddwiell is using "e" to simulate new siness scenarios and creating
communities in the workplace. Tracking improvements and the cost benefit have not
G2N] SR a2 ¢Sttt oé

Communicating benefits

Communicating benefits back into the business to stimulate ongoingengad SY Sy i A a ¥ Qi
only 2 out of 5 organisations ensure that there is a communication plan in place for all key
stakeholders. However more than 3 times as many organisations collect individual success stories
and communicate them to others in leadership development than average (35% agreed they did this
in this study compared with 9% in the general benchmark). This approach would help to address the
following concern that was expressed:

0Some areas have progressed much further than others in this area. However, lessons
learned are generally not shared and there is little co-ordinated visibility of the activity
d2Ay3 2y de

Using Key Performance indicators

Previous Towards Maturity benchmarks have shown that setting measurable targets for technology
enabled learning with the business up front directly influences the results delivered. When it comes
to leadership development programmes:

. 51% of participants identify Key Performance Indicators within the organisation;
. but only 26% measure the impact the programme is having against Key Performance
Indicators.
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Figure 14 Measuring and referencing Key Performance Indicators

We have identified KPIs within the organisation

We report progress against KPIs for business

We report progress against KPIs for learning

We measure the impact the leadership programme s having
across these KPIs
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Senior managers want to impact the businesther than have ROI (Return on

Investment) worked ouPerception of success is margortant than actual causand

effect proof of business impadROE (Return on Expectation) is better thanéROI6 a 2 { (i
MacDonald Group Ltd)

Despite all companies using learning management systems, only 56% of respondents set specific
KPIs for e-learning adoption. The most referenced KPIs for learning technologies included:

Table 8 - Common learning technology performance indicators

Learner statistics Pass/completion rates  Feedback Manager Time and cost
reports performance savings

Course Numbers gaining Improved 360 Impact on Reduction in time

participation accreditation/score degree feedback | performance spent away from

/attendance rate | percentage of earning | "esults ratings the business

Percentage of Pass rate Learner feedback | Number of Cost oftraining

employees going | Final assessment of each Manager internal Increase in

through the e-learning couse feedback promotions revenuef/income

programme Course achievement Customer Staff retention

Number using € feedback and morale

learning vs. total

population

Over half of participants correlate these learning KPIs back to performance indicators around
employee engagement and staff satisfaction. One in 5 link back to recruitment and absenteeism
indicators.

Other areas monitored by one or 2 organisations include: staff turnover; reduction in sickness
absence; percetange of knowledge transfer; reduction on carbon footprint and sales or financial
performance. However generally, despite the economic importance of these skills, the fact still
remains that half do not set clear business goals nor measure against them.

G S RSNAKALI OF LI 0AfAGe dzLJRFGS GNIX AyAy3
dzLJG I 1 S ¢
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dDevelop a strategy for the use of LT for Leadershipldement and implement this

with an action plan linked to institutional KPIs and appraisal, with a budget and an
institutional team ready, expert and willing to take this forward. Invest in this
programme by having very high quality materials (e.g. Havand desirable

gualifications that staff can achieve in a steady, realistic and measurable way, reporting
regularly on successes and monitoring to act to improve any weaknesses. Take this
forward using a detailed and well resourced marketing plan andrertsat it is

sanctioned and passionately driven from the top by key advocates who are trail blazers
forsuccess. 0! YABSNBRAGE 2F DNBSYysAOKO

Whilst there is more alignment to business goals and measurement with leadership development
programmes compared to the benchmark in general, there is still some way to go.

8 Conclusions

Leadership development programmes have benefitted over the years from a wealth of online
resources, books, journals and off-the-shelf course content. These have increasingly moved into the

0f SYR GKIFIG y2¢ NBTFESOGa G2RIFIeQa Y2RSNY Sl RSNAKA

¢tKA&a yS¢ | LIINRPIFOK Aa RSEtAOSNAYy3I STFFAOASYOASa
is critical to the ongoing success of UK plc.

One blend does not fit all

Organisations are increasingly looking to harness technology for learning, and to blend a variety of
learning methods and delivery media as appropriate for their audience. Many managers express that

they still prefer to rely on face-to-¥ I OS | YRAW R RPB | WONNVBRGIGK2RAa 2F f SIF NYyA

study highlights that when exposed to new media, the preference for pure classroom training
diminishes.

If the priority is to engage leaders in implementing change, it is important to get the right blend for
the right audience. Senior directors and future leaders may have different preferences ¢ the most
obvious difference is paper over social media. But leaders at all levels share an appetite for on
demand and non-formal interventions that fit with fast paced business life.

The challenges for learning professionals

Futureleaders | a4 dzYSR (2 @rBkedH o anibiadd hel meyid - indudirfy o€k
media: other managers are expressing preferences for mobile learning and on demand services. This
presents a number of challenges to traditional leadership development trainers. Besides the cultural,
technological and intellectual property issues, Web 2.0 tools transform learners into active users,
creating and adding to the collective understanding. This shift raises a number of questions:
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o Should organisations RS @St 2 LI W dedrMidgzOritedzMIBdRD or &ly on external
sources, increasingly available under open licensing arrangements?

. Should they set up and support in-house social networks and communities of practice, or
rely on rapidly developing third party provision?

. What skills will be needed to move into this new space?

For many providers of leadership training, the quality of the learning experience is a key

differentiator inthe marketLJt  OS® 2 KAf ad Of ASyd 2NBI-FREONTRYA
experiential methods such as action learning, role play and work shadowing, these are proving to be

the more challenging to support using learning technologies.

Traditional methods such as formal face-to-face classroom training remain high in the preferences of
senior managers, fostering growing criticism that learning and development staff lack the necessary
skills to develop, implement and manage high quality e-enabled learning experiences. Whilst some
staff are clearly aware of the theory underpinning personalised learning, this is not always reflected
in their practice.

Implementation practices to drive success

This research points clearly to an expected increase in the proportion of e-learning, the breadth of
delivery media used and the proportion of training budget to be allocated to learning technologies in
the near future. It is noted at the same time that increasing the proportion of innovative
approaches, new media and user-generated content preferred by future leaders will contribute to
lowering costs for IT infrastructure and software.

In leadership development, perhaps more than in any other field, it becomes of paramount
importance to gain buy-in from leaders and managers ¢ themselves the learners and beneficiaries of
the programme. The study shows that, compared to other benchmarks, engagement strategies are
currently strong which will continue to encourage adoption at senior levels. As managers embrace
the benefits of technology enabled learning for themselves, it will have a knock-on effect on general
learning culture and adoption

However, this optimism for change amongst L&D professionals in this study is not underpinned by a
robust approach to demonstrating and reporting the benefits of technology-enabled learning for
leadership development.
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Appendix 0 Audience preferences for delivery media

Error! Reference source not found. below highlights the top 5 preferences for each audience

ncluded in the tables above to support programme design.

Table 9 Audience preferences for delivery media compared

Senior
leaders

Delivery media

Middle
managers

First line
team
leaders

Future
leaders

Total %
of
sample

Virtual classroom 12% 32% 46% 18% | 46%
Immersive learning environments 24% 49% 30% 32% | 35%
Classroom 29% 33% 31% 8%

Video Conferencing/Virtual Presence 32% 22% 13% 8% | 71%
e-learning courses - custom made 27% 30% 33% 12% | 61%
e-learning courses ¢ Wff-the-shelfQ 13% 25% 60% 15% | 58%
Podcasts 22% 37% 22% 29% | 46%
Other online resources eg eBooks, 25% 35% 25% 7% | 63%
elournals

Dedicated online resources for 45% 40% 22% 7% | 57%
leadership

Video content (best practice outside 22% 41% 36% 5% | 55%
our organisation)

Internal/Enterprise-wide information 17% 31% 29% 17% | 55%
services

Video content (best practice within our 19% 34% 34% 13% | 49%
organisation)

In-house social media 15% 23% 40% 26% | 49%
External social networking or peer-to- 14% 24% 22% 39% | 47%
peer sites

Mobile devices to deliver content 38% 68% 24% 38% | 31%
Paper based resources 58% 32% 7% 3%
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About LMMatters

Leadership and management online learning specialist LMMatters is the UK partner to Harvard
Business Publishing. We believe in providing the right resources to deliver critical skills to your
workforce, when and where they need it.

Our portfolio includes:

Harvard ManageMentor The trusted, world leading leadership and management development

programme from Harvard Business Publishing, with live Tips of the Day and
RSS feeds straight to your desktop.

LMKnowledge A multi-media, collaborative information resource that can be used to
share knowledge with your colleagues and reinforce corporate
communications.

50Lessons A library of more than 1,200 inspiring video lessons from the world's most
respected business leaders.

Together the LMMatters team has vast experience in understanding what works for your
organisation, recommending leading technology-enabled leadership and management resources.

We pride ourselves on our high customer satisfaction, work closely with our clients to understand
what success will look like for them, and support them to achieve these goals.

About Towards Maturity
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learning innovation to accelerate business performance. Uniquely among research-based

organisations in this space, Towards Maturity leverages the wealth of data provided by its ongoing

benchmark survey ¢ an internationally recognised, vendor neutral, longitudinal study based on the

input of over 1200 organisations and 3000 learners since 2003. This benchmark powers an

authoritative standard of measurement, the Towards Maturity Index

The 2010-11 Towards Maturity Benchmark Report is available to all, free of charge, from
www.towardsmaturity.org/2010benchmark.

Benchmarking Centre

TM online benchmark centre applies everything we know about good practice to provide you with
personal practical time saving advice. Taking you through a 3 step continuous improvement process,
the Benchmark Centre enables you to build a unique snapshot of your organisation and then helps
you to take the best actions to deliver positive business benefits.
www.towardsmaturity.org/mybenchmark
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http://www.lmmatters.com/
http://www.lmmatters.com/docs/hmm_single_sheet.pdf
http://www.lmmatters.com/docs/lmknowledge_datasheet_v4.pdf
http://www.lmmatters.com/docs/50L_datasheet.pdf
http://www.towardsmaturity.org/2010benchmark
http://www.towardsmaturity.org/mybenchmark
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Towards Maturity Step Change Programmes

Towards Maturity Step Change programmes help organisations turn good ideas into good practice.
They include:

e Head Start- how to deliver better results, fasterFind out more

e First Steps fotrainers- - Find out more

e Next Steps building an effective dearning strategy - - Find out more

For more information:
e: elearning@towardsmaturity.org bT: +44 (0)208 542 2331bwww.towardsmaturity.org
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http://www.towardsmaturity.org/elements/uploads/TMCIC_Final_Head_Start_Programme.pdf
http://www.towardsmaturityenterprises.com/first-steps
http://www.towardsmaturityenterprises.com/next-steps
mailto:elearning@towardsmaturity.org
http://www.towardsmaturity.org/
http://www.towardsmaturity.org/static/terms-and-conditions/

