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For eword 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.1 

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 

ǇŜǊŦƻǊƳŀƴŎŜΣ ƛƴƴƻǾŀǘƛƻƴΧ  and much more. 

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 report2, 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 ς the end users. But in 

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

ŎƘŀƴƎŜΣ ōƻǘƘ ƛƴ ŀǇǇǊƻŀŎƘΣ ŘŜƭƛǾŜǊȅ ŀƴŘ ǊŜǎǳƭǘǎΣ ǘƘŀǘ LΩƳ ƴƻǘ ŜǾŜƴ ǎǳǊŜ ǘƘŀǘ ǘƘŜ ǘŜǊƳ e-learning is still 

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.  

Lƴ ŦŀŎǘΣ ΨƭŜŀǊƴƛƴƎΩ ƻƴƭƛƴŜ Ŏŀƴ ōŜ ǎǳŎƘ ŀƴ ƛƴǘŜƎǊŀƭ ǇŀǊǘ ƻŦ ΨŘƻƛƴƎΩ ǘƘŀǘ ƳŀƴŀƎŜǊǎ  ǿƘƻ ƭŜŀǊƴ ǘƻ ǎƻƭǾŜ 

ŎƘŀƭƭŜƴƎŜǎ ƛƴ ǘƘƛǎ ǿŀȅ Ƴŀȅ ƴƻǘ ŎƻƴǎƛŘŜǊ ǘƘƛǎ ǘǊŀŘƛǘƛƻƴŀƭ ΨǘǊŀƛƴƛƴƎΩ όƴƻǿ ŎƻƴǎƛŘŜǊŜŘ ōȅ Ƴŀƴȅ ǘƻ ōŜ ŀƴ 

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-enabledΦ {ƻ ǿŜΩǊŜ ǘƘǊƛƭƭŜŘ ǘƻ ōŜ ŀōƭŜ ǘƻ ǎǳǇǇƻǊǘ ǘƘƛǎ 

independent research, to start to address this gap. 

                                                           
1
 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-ƭŜŘ ƭŜŀŘŜǊǎƘƛǇ ŀƴŘ ƳŀƴŀƎŜƳŜƴǘ ŘŜǾŜƭƻǇƳŜƴǘ ƛǎ ƻŦ ŎƻǳǊǎŜ ŀ ƎǊŜŀǘ ǿŀȅ ǘƻ ŘŜƭƛǾŜǊ ΨƳƻǊŜ 

ŦƻǊ ƭŜǎǎΩ ς the L&D mantra of our times ς 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 

ŦŀŎŜΣ ǿŜ ǿŀƴǘ ǘƻ ƪƴƻǿ ǿƘŀǘ ΨǎǳŎŎŜǎǎ ǿƛƭƭ ƭƻƻƪ ƭƛƪŜΩ ŦƻǊ ǘƘŜƳΣ ŀƴŘ ǿƻǊƪ ŎƭƻǎŜƭȅ ǘƻ ƳŜŜǘ ǘƘŜǎŜ ƎƻŀƭǎΦ 

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. 

LΩŘ ǇŜǊǎƻƴŀƭƭȅ ƭƛƪŜ ǘƻ thank everyone who contributed 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 Grow3 report 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. ¢ƘŜ /.LΩǎ нлмм Building for Growth4 report shows that the demand for 

ƭŜŀŘŜǊǎƘƛǇ ǎƪƛƭƭǎ ƛǎƴΩǘ ƎƻƛƴƎ ŀǿŀȅ ς in 2011 far more businesses expect to increase the number of 

jobs that need leadership and management skills (71%) than expect a reduction (6%). These skills are 

not readily available as tƘŜ LƴǎǘƛǘǳǘŜ ƻŦ 5ƛǊŜŎǘƻǊǎΩ Shackled by the Skills Crunch Report5 shows, 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 

LƴǎǘƛǘǳǘŜΩǎ Learning at Work report6 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: 

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

2011? 

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

they being used? 

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

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

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

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

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

5
 IOD ς 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 

7
 2010-11 Towards Maturity Benchmark Study www.towardsmaturity.org/2010benchmark 

http://www.managers.org.uk/evolution
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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: άThe 
use of any technology across the learning process, including skills diagnostics, learning delivery, 
support, management (of learners and content), informal and formal learning.έ  
 

 

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. 
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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 Ian 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: 

 The benchmark average ς average response across the full sample of 400 

participants; 

 The benchmark top quartile ς 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.   

 31% of respondents answered from the perspective of a multinational company operation, 

including 22 companies with over 1000 learners on leadership development programmes 

 53% operate from multiple locations within the UK 

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

their leadership programme 
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Figure 1 Number on Leadership programmes 

  

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 ς 

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 

ŎƻƴǎƛŘŜǊƛƴƎ ǘƘŜƳǎŜƭǾŜǎ ŀǎ ΨƴƻǾƛŎŜΩ ǳǎŜǊǎ ƻŦ 

learning technologies, to those with learning 

technologies thoroughly embedded in all 

aspects of their organisation learning 

culture.  

The majority of companies described 

themselves as Ψ5ŜǾŜƭƻǇƛƴƎ ŀƴŘ ŎƻƻǊŘƛƴŀǘƛƴƎΩ 

their use of learning technologies. 

Twenty respondents felt that learning 

ǘŜŎƘƴƻƭƻƎƛŜǎ ǿŜǊŜ Ψ9ƳōŜŘŘŜŘΩ ƛƴ ŜǾŜǊȅ 

aspect of their company.  

  

1-9
19%

10-19
7%

20-49
18%

50-99
14%

100-249
17%

250-999
13%

Over 1000
12%

This study represents leadership 

development programmes    

delivered to more than 35,000                  

leaders and managers 
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3 Articulating 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% 

 

¢ƻǿŀǊŘǎ aŀǘǳǊƛǘȅΩǎ нлмл .ŜƴŎƘƳŀǊƪ ǎƘƻǿǎ ǘƘŀǘ ǘƘŜ ǳǎŜ ƻŦ ǘŜŎƘƴƻƭƻƎȅ ƛƴ ƭŜŀŘŜǊǎƘƛǇ ŘŜǾŜƭƻǇƳŜƴǘ ƛǎ 

increasing - so what additional benefits are businesses seeking?   

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

 Improve efficiency (saving time and cost); 

 Improve productivity (through sharing of good practice between managers, reducing time to 

competency and ensuring faster application of learning back in the workplace); 

 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.  

ά²Ŝ ŀǊŜ ƭƻƻƪƛƴƎ ǘƻ ƛƴŎǊŜŀǎŜ ǘƘŜ ǎǇŀƴ ƻŦ ǘƘŜ ǇǊƻƎǊŀƳƳŜ ƳŀƪƛƴƎ ƛǘ ƳƻǊŜ ǘƘŀƴ ƻƴŜ-off 

ǎƘƻǊǘ ŜǾŜƴǘǎΦέ 

ά[ŜŀǊƴƛƴg technologies help us to increase access to additional 

ƪƴƻǿƭŜŘƎŜκǘƘŜƻǊƛŜǎκŀǊǘƛŎƭŜǎέ 

The following benefits have been reported by those seeking them: 

 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; 
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 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; 

 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  

 

 

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: 

1. Reduce time spent away from the business (62%) 

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

3. Reduce time to competency (48%) 

4. Increase the ability to adapt programmes to specific needs or contexts (47%) 

5. Faster application of learning back in the workplace (45%) 

6. Reduce training costs (43%) 

7. Increased speed of engagement (43%) 

8. More consistent application of learning (39%) 

As one delegate responded: 

άWe are looking for better integration between directorates as a result of mixed 

ŘƛǊŜŎǘƻǊŀǘŜ ŎƻƘƻǊǘǎΦέ 

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

More consistent application of learning back in workplace

Reduce time to competency

Increase the ongoing sharing of good practice between 
leaders/managers

Increase ability to adapt programme to specific 
need/context

Faster application of learning back in workplace

Increase speed of engagement

Reduce cost

Reduce time spent away from the business

Not relevant Not yet achieved Achieved largely or in part
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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 
sample 

Benchmark Average  Benchmark Top 
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: 

 8% increase in qualifications or certifications;  

 8% improvement in their current measures of learner satisfaction/engagement; 

 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.  
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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: 

 The Staff Impact Indicator (that looks at reported overall staff satisfaction and engagement)  

increases from 3.88 to 5.02; 

 The Business Impact Indicator ( that considers all aspects of business performance including 

efficiency and productivity improvement) increases from 4.95 to 5.05; 

 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: 

 37% increase in the proportion of staff using learning technologies;  

 12% increase in the volume of technology enabled learning that is delivered; 

 19% greater cost reduction.  
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4 Itõs all in the blend 

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 

ShepherdΩǎ ōǊƻŀŘ ŘŜŦƛƴƛǘƛƻƴ ƻŦ ōƭŜƴŘŜŘ ƭŜŀǊƴƛƴƎ ƛƴ Ƙƛǎ ōƻƻƪ Ψ¢ƘŜ bŜǿ [ŜŀǊƴƛƴƎ !ǊŎƘƛǘŜŎǘǎΩ8 : 

ΨA blended learning solution combines educational and training methods within different social 

contexts for learning (self study, one to one, group) with the aim of increasing learning effectiveness.  

It may also mix the learning media used to deliver the solution (face to face, online, offline) as a way 

ǘƻ ƻǇǘƛƳƛǎŜ ǘƘŜ ŜŦŦƛŎƛŜƴŎȅ ƻŦ ǘƘŜ ǎƻƭǳǘƛƻƴΩ. 

IŜ ƎƻŜǎ ƻƴ ǘƻ ǎŀȅ ǘƘŀǘ Ψthese choices are made in response to particular learning requirements, 

ŀǳŘƛŜƴŎŜ ŎƘŀǊŀŎǘŜǊƛǎǘƛŎǎ ŀƴŘ ǇǊŀŎǘƛŎŀƭ ŎƻƴǎǘǊŀƛƴǘǎ ŀƴŘ ƻǇǇƻǊǘǳƴƛǘƛŜǎΩ. 

So what learning methods are 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, 

ōŀǎŜŘ ƻƴ /ƭƛǾŜ {ƘŜǇƘŜǊŘΩǎ ŎƻƴǘŜȄǘǳŀƭ ƳƻŘŜƭ ƻŦ ƭŜŀǊƴƛƴƎ ƳŜǘƘƻŘǎΣ ŦƻǳƴŘ ǘƘŀǘ there is a broad mix of 

methods being used. Face to face methods - such as formal workshops and non-formal coaching ς 

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  
(learning to do something 
 in a structured setting) 

 

Workshops 96% 

Self-study lessons 80% 

Games/simulations 66% 

Non-formal 
(learning to do something 
ΨƧǳǎǘ ƛƴ ŎŀǎŜΩΣ ƴƻǘ ǇŀǊǘ ƻŦ ŀ  
formal programme but learning 
for the future) 

Coaching 93% 

Reading 90% 

Conferences 85% 

Communities of practice 62% 

On demand 
(learning to do something ΨƧǳǎǘ ƛƴ ǘƛƳŜΩ) 

Checklists & job aids 82% 

Experiential Action learning 87% 

                                                           
8
 http://onlignment.com/thenewlearningarchitect/ 
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Category Learning Method % of sample using 
methods (regardless of media) 

Experiential 
(learning from experience in the 
workplace) 

Role play 85% 

360 degree feedback 81% 

Action planning 81% 

Assignments 77% 

Shadowing 67% 

 

Figure 3 highlights the organisations that are using these methods in either a purely face to face 

ŜƴǾƛǊƻƴƳŜƴǘΣ ŀǎ ǇŀǊǘ ƻŦ ŀ ΨōƭŜƴŘŜŘΩ ǇǊogramme or via technology alone. 

Figure 3 Extent to which learning methods are e-enabled 

 

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

9ǉǳŀƭƭȅΣ ǘƘŜ ΨblendΩ is no longer just about ǘƘŜ ΨŜ-ƭŜŀǊƴƛƴƎ ǎŀƴŘǿƛŎƘΩ ǿƘŜǊŜ ǇŀǊǘƛŎƛǇŀƴǘǎ are required 

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-

enabled and blended using learning technologies: 

 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; 
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 Non-formal learning ς 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; 

 Experiential learning ς 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; 

 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: 

άHaving a variety of approaches to learning has worked well and increased accessέ 

άCoaching for senior executives and managers has worked well. The use of e-tools 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 

programme.έ (NHS Direct) 

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

άDespite an increase of available e-learning, face to face requests for training have 

increased.έ (Cornwall & Isle of Scilly Primary Care Trust) 

άTechnical ΨhardΩ training delivered on line has worked well but there is reluctance 

towards online leadership / management trainingΦέ 

4.2 Selecting delivery media 

If a significant range of learning methods are now being e-enabled, what media are 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: 

 Video conferencing/virtual presence (71%); 

 Learning management systems (70%); 

 Other online resources such as eBooks and eJournals (63%); 

 Diagnostic tools (63%). 

Organisations are looking to increase the online resources available for on-demand learning.They 

ŎǳǊǊŜƴǘƭȅ ǳǎŜ ŀ ƳƛȄ ƻŦ ΨƻŦŦ-the-ǎƘŜƭŦΩ ŀƴŘ ŎǳǎǘƻƳ-made e-learning content, 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. 
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Table 3 Delivery media in use and planned over the next 2 years 

Category Technology/media Used Used and 

plan to use 
more 

Not 
used 

Planned 
in two 
years 

Formal Virtual classroom 14% 32% 31% 23% 

Formal Immersive learning environments eg serious 
games and simulations 

16% 19% 51% 14% 

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 ς Ψoff-the-shelfΩ 48% 11% 27% 15% 

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

On-demand Video content (best practice within our 
organisation) 

21% 28% 38% 14% 

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

24% 23% 47% 6% 

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

On-demand Dedicated online resources for leadership eg 
Harvard ManageMentor, ILM, LearningZone, 
CMI 

34% 23% 32% 11% 

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

33% 22% 34% 11% 

On-demand Internal/enterprise-wide information 
services such as SharePoint 

34% 21% 31% 14% 

On-demand Other online resources eg eBooks, eJournals 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: 

 Learning management systems (84%); 

 Custom-made e-learning courses (82%); 

 Video conferencing/virtual presence (81%). 
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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 

 

 

Mobile learning ƛǎ ōŜƛƴƎ ǳǎŜŘ ōȅ ом҈ ƻŦ ƻǊƎŀƴƛǎŀǘƛƻƴǎ ŦƻǊ ΨƧǳǎǘ-in-ǘƛƳŜΩ Ƨƻō ǎǳǇǇƻǊǘ ǘƻ ƎƛǾŜ Ƨƻō ŀƛŘǎ 

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. 
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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 

 

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. 

άWe have not used e-learning for leadership and management training, although 

parallel to this is one exception - 360 degree feedback - but this is for the whole 

workforce. Our managers would not do any of the courses - mandatory attendance at a 

face-to-face classroom is the only way to get them to participate.έ 

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 

  

 

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: 

 Existing directors and senior managers; 

 Middle managers; 

 First line supervisors/ shift managers; 

 Future managers. 

Figure 8 Programme delivery by audience 
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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 perceptions of preferences noted by learning and development 

professionals responding to the online survey ǊŀǘƘŜǊ ǘƘŀƴ ƳŀƴŀƎŜǊΩǎ ŘƛǊŜŎǘƭȅΦ ¢ƘŜ ƴǳƳōŜǊǎ ǊŜŦƭŜŎǘ 

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 
ManageMentor, ILM LearningZone, CMI) 

45% 

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 
simulations) 

49% 

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 ς Ψoff-the-shelfΩ 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 
FaceBook, LinkedIn, Twitter) 

39% 

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 

ƎŜƴŜǊŀƭ ǎƪƛƭƭǎΣ ΨƻŦŦ-the-ǎƘŜƭŦΩ Ŝ-learning courses 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 Ψtop рΩ list 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: 

 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; 

 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; 

 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; 

 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; 

 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: 

 Leadership and/or management (offered by 97% of respondents); 

 Coaching and mentoring (92%); 

 Project management (84%); 

 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:  

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

sector); 

 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 

 

Most organisations are linking their leadership development programme, or some aspect of it, to 

some form of qualification. 

 56% of respondents offer MBA or other external, internally-recognised qualifications; 

 нф҈ ŀǊŜ ǳǎƛƴƎ [ŜŀŘŜǊǎƘƛǇ ŀƴŘ aŀƴŀƎŜƳŜƴǘ b±vκ{±vΩǎ; 

 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. 

 22% mandate leadership and/or management  (14% of public sector and 28% of private 

sector organisations); 

 17% mandate qualifications in personnel management; 

 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: 

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

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

3. Not seen as a management priority (51%) 

4. Unreliable ICT infrastructure/technical restrictions/firewall/low bandwidth (47%) 

5. Reluctance by line managers to adopt new ways of learning (46%) 

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 

 

However, there are cultural factors within organisations that are holding back the widespread 

adoption of learning technologies for leadership development: 

ά¢ƘŜǊŜ ƛǎ ŀ ŎǳƭǘǳǊŀƭ ōƛŀǎ ǘƻǿŀǊŘǎ ŎƭŀǎǎǊƻƻƳ ǘǊŀƛƴƛƴƎ. It is difficult to overcome the 

reluctance of many managers to spend time e-ǊŜŀŘƛƴƎ ŜǘŎΦέ όaƻǘǘ aŀŎ5ƻƴŀƭŘ DǊƻǳǇ 

Ltd) 

 άaƻǾƛƴƎ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴ from a training to a learning cultureέ όwb[Lύ 
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ά¢ƘŜǊŜ ƛǎ ŀ ƎŜƴŜǊŀƭ ƭŀŎƪ ƻŦ ǊŜƭƛŀōƭŜ ŜǾƛŘŜƴŎŜ ǘƘŀǘ Ŝ-learning is an effective medium for 

ϦǎƻŦǘϦ ǎƪƛƭƭǎ ǘǊŀƛƴƛƴƎέ 

άOff the shelf e-learning won't engage managers, it tends to be dull and uninspiring - 

but that's true whatever the topic.έ ό¦ƴǳƳύ 

άNever 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 

launch.έ ό/ǊƻŦǘ aŀƴŀƎŜƳŜƴǘ /ŜƴǘǊŜύ 

 

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 
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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: 

 
 

 
In this study, we specifically investigated 
two of the workstreams ς Ensuring 
Engagement and Demonstrating Value - 
that are typically the weakest areas of all 
implementation. 
 
For those interested in benchmarking 
implementation against the full Towards 
Maturity model please visit 
www.towardsmaturity.org/mybenchmark  

 

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 ς in the design, promotion and endorsement of 

learning technologies 

2. Engaging learning and development professionals as stakeholders 

3. Management of the cultural changes that accompany innovative approaches 

4. Empowering learners to take control of their own development 

5. 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 ς 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 

 

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 using e-learning. The barriers are most pronounced amongst line and middle 

managers.  

άEngagement with line managers is still a challenge but learners themselves really 

embrace e-learning.  We need to do some more work around engaging line managers 

who see it as too time consuming to deal with e-learning.έ (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. 

άManagement trainers feel that with the interactive nature of subject areas, (it is) 

difficult to use a rigid training provision that does not allow interactƛƻƴέ 

What is working well?  

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

άCoaching staff after courses are completed. Getting manager buy-in before staff are 

enrolledέ 

άInvolving the team in the proposed training activity. Internal buy in prior to roll out.   

Assigning individual development to the learning aims of the coursesέ 

άThe cost effectiveness of e-learning is not always appreciated or utilised if staff are 

given the option. The change in culture has to be endorsed from senior management.έ   

άBy making some 'e' learning mandatory this has ensured take-up to try other e-learning 

courses.έ 

άUse of innovative and different ways of engaging learnersΦέ 

We also asked respondents to comment on the lessons learned that might help others: 

 άEngage learners in identifying learning needs and designing learning pathwaysέ 

άGet employees involved at the very first draft stage of learning being devised to 

maximise engagementέ 

άEngage learners by giving them access to career development e-learning rather than 

traditional statutory and mandatory learningέ. 
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 άDevelop a process whereby skills can be evaluated in the workplace or have champions 

available to provide extra support after workshops; reinforce the learning with follow 

ups at their workplace/stationέ 

άEnsure help via phone or email is always on hand for technical queries i.e. what to do if 

passwords have been forgotten or log-in difficulties.έ 

 

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, goiƴƎ ōŜȅƻƴŘ ǘƘŜ ΨƘŀǇǇȅ ǎƘŜŜǘΩ ǘƻ measuring effectiveness in terms of 

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 
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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: 

 36% collect information from their learners;  

 31% collect information from the managers of these learners. 

Fewer still are collecting financial data related to programme benefits, or calculating Return on 

Investment for their leadership programmes. 

ά²Ƙŀǘ Ƙŀǎ worked well is using "e" to simulate new business scenarios and creating 

communities in the workplace. Tracking improvements and the cost benefit have not 

ǿƻǊƪŜŘ ǎƻ ǿŜƭƭΦέ 

Communicating benefits 

Communicating benefits back into the business to stimulate ongoing engaƎŜƳŜƴǘ ƛǎƴΩǘ ŀ ǇǊƛƻǊƛǘȅ ς 

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: 

 άSome 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 

ƎƻƛƴƎ ƻƴΦέ 

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 

 
 

Senior managers want to impact the business rather than have ROI (Return on 

Investment) worked out. Perception of success is more important than actual cause-and-

effect proof of business impact.  ROE (Return on Expectation) is better than ROI.έ όaƻǘǘ 

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 
reports 
 

Manager 
performance 
 

Time and cost 
savings 
 

Course 
participation 
/attendance rate  

Percentage of 
employees going 
through the 
programme 

Number using e-
learning vs. total 
population 

Numbers gaining 
accreditation/score 

Percentage of e-learning 
Pass rate 

Final assessment of each 
e-learning course 

Course achievement 
 

Improved 360 
degree feedback 
results 

Learner feedback 

Manager 
feedback 

Customer 
feedback 

 

Impact on 
performance 
ratings 

Number of 
internal 
promotions 

Staff retention 
and morale 
 

Reduction in time 
spent away from 
the business 

Cost of training 

Increase in 
revenue/income  
 

 

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. 

ά[ŜŀŘŜǊǎƘƛǇ ŎŀǇŀōƛƭƛǘȅ ǳǇŘŀǘŜ ǘǊŀƛƴƛƴƎ ƴŜŜŘǎ ǘƻ ōŜ ƳŀǇǇŜŘ ǘƻ ǘǊŀŎƪŜŘ YtLǎ ǘƻ ŜƴǎǳǊŜ 

ǳǇǘŀƪŜΦέ 

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

We measure the impact the leadership programme is having 
across these KPIs

We report progress against KPIs for learning

We report progress against KPIs for business

We have identified KPIs within the organisation
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άDevelop a strategy for the use of LT for Leadership development 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. Harvard) and desirable 

qualifications 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 and ensure that it is 

sanctioned and passionately driven from the top by key advocates who are trail blazers 

for success.έ ό¦ƴƛǾŜǊǎƛǘȅ ƻŦ DǊŜŜƴǿƛŎƘύ 

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 

ōƭŜƴŘ ǘƘŀǘ ƴƻǿ ǊŜŦƭŜŎǘǎ ǘƻŘŀȅΩǎ ƳƻŘŜǊƴ ƭŜŀŘŜǊǎƘƛǇ ŘŜǾŜƭƻǇƳŜƴǘ ǇǊƻƎǊŀƳƳŜǎΦ 

¢Ƙƛǎ ƴŜǿ ŀǇǇǊƻŀŎƘ ƛǎ ŘŜƭƛǾŜǊƛƴƎ ŜŦŦƛŎƛŜƴŎƛŜǎ ŀƴŘ ƛƴŎǊŜŀǎŜŘ ōǳǎƛƴŜǎǎ ŀƎƛƭƛǘȅ ǘƻ ŀƴ ŀǳŘƛŜƴŎŜ ǿƘƻΩǎ ǎƪƛƭƭ 

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-ŦŀŎŜ ŀƴŘ ƳƻǊŜ ΨǘǊŀŘƛǘƛƻƴŀƭΩ ƳŜǘƘƻŘǎ ƻŦ ƭŜŀǊƴƛƴƎ ŘŜƭƛǾŜǊȅΣ ȅŜǘ ǘƘƛǎ 

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 ς 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 

Future leadersΣ ŀǎǎǳƳŜŘ ǘƻ ōŜ ΨŘƛƎƛǘŀƭ ƴŀǘƛǾŜǎΩΣ are keen to embrace new media - including social 

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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 Should organisations ŘŜǾŜƭƻǇ ΨǎǘǊǳŎǘǳǊŜŘΩ Ŝ-learning content in-house or rely 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 in the marketǇƭŀŎŜΦ ²Ƙƛƭǎǘ ŎƭƛŜƴǘ ƻǊƎŀƴƛǎŀǘƛƻƴǎ ƛƴŎǊŜŀǎƛƴƎƭȅ ǳǘƛƭƛǎŜ ΨŎƻƴǘŜȄǘ-ǎǇŜŎƛŦƛŎΩ 

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 ς 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 ð 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 

Delivery media Senior 
leaders 

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 ς Ψoff-the-shelfΩ 13% 25% 60% 15% 58% 

Podcasts 22% 37% 22% 29% 46% 

Other online resources eg eBooks, 
eJournals 

25% 35% 25% 7% 63% 

Dedicated online resources for 
leadership  

45% 40% 22% 7% 57% 

Video content (best practice outside 
our organisation) 

22% 41% 36% 5% 55% 

Internal/Enterprise-wide information 
services 

17% 31% 29% 17% 55% 

Video content (best practice within our 
organisation) 

19% 34% 34% 13% 49% 

In-house social media 15% 23% 40% 26% 49% 

External social networking or peer-to-
peer sites  

14% 24% 22% 39% 47% 

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  

¢ƻǿŀǊŘǎ aŀǘǳǊƛǘȅΩǎ ōŜƴŎƘƳŀǊƪƛƴƎ ǇǊŀŎǘƛŎŜ ǇǊƻǾƛŘŜǎ ƛƴŘŜǇŜƴŘŜƴǘ ŀŘǾƛŎŜ ŀƴŘ ǎǳǇǇƻǊǘ ƛƴ ŀǇǇƭȅƛƴƎ 
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 ς 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 

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:  

 Head Start - how to deliver better results, faster   Find out more 

 First Steps for trainers - - Find out more 

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

 

For more information: 

e: elearning@towardsmaturity.org ƅT:  +44 (0)208 542 2331ƅwww.towardsmaturity.org 
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