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Average Direct Expenditure per Employee (U.S. Dollars) —8— Consolidated
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FIGURE 1-5: DIRECT EXPENDITURE AS A PERCENTAGE OF PROFIT
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FIGURE 1-8a:

AVERAGE EMPLOYEES PER L&D STAFF MEMBER
(ADJUSTED FOR OUTSOURCING)
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FIGURE 1-9- AVERAGE LEARNING HOURS USED PER L&D STAFF MEMBER
- . (ADJUSTED FOR OUTSOURCING)
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Question 3: What are your greatest
challenges (internal and external)?

Ranked 1-8 in order of impact.

Delivering greater value, faster and cheaper. Learning
organizations want to improve the quality, impact, and reach of
their programs. When asked to rank their most pressing
training and development challenges, improving leaming
gffectiveness was the number one concern, followed by
expanding learning resources, and improving the consistency
of service delivery.

The weighted rankings are as follows:

1. Improving learning effectiveness

2. Expanding library of content and training programs

3. Consistency of service delivery across a globalorganization
4. Reducing development cycle times

5. Increasing product knowledge amongst customers

6. Reducing development costs

7. Global adoption of existing programs

8. Addressing region-specific cultural issues andexpectations

0 IMPROVING LEARNING EFFECTIVENESS

EXPANDING LIERARY OF CONTENT AND
TRAINING PROGRAMS

CONSISTENCY OF SERVICE DELIVERY
ACROSS A GLOBAL ORGANIZATION
REDUCING DEVELOPMENT CYCLE TIMES @
INCREASING PRODUCT KNOWLEDGE AMONGST
CLSTOMERS
REDLICING DEVELOPMENT COSTS 0
@ GLOBAL ADOPTION OF EXISTING PROGRAMS

ADDRESSING REGION-SPECIRG CULTURAL #g
ISSUES AND EXPECTATIONS
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Figure 6: Which of the following barriers do you encounter in upskilling your employees?

Constraints due to cost

Employees reluctance to engage in learning
Lack of interest from senior staff

Skills shortages/recruitment difficulties

Lack of an appropriate organisational structure

Lack of information/ideas from colleagues

Lack of external support within the industrial sactor
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On-the-job training 53

In-house development programmes

E-learning methods

Coaching by line managers

External conferences, workshops
and events

Instructor-led training delivered
off the job

Forrral education courses

[l Three most used
(base: 915)

Coaching by external practitioners
I Three most effective

Blended learning (such as combining (base: 923)

instructor-lead methods with e-learning

Internal knowledge-sharing events

Job rotation, secondment and
shadowing

Collaborative and social learning

Action learning sets

Virtual classrooms

Massive open online courses (MOOCs)




Figure 11: Which three talent management activities used by your organisation are the most effective?
(% of organisations with talent management activities)

Coaching

In-house development programmes
Mentoring and buddying schemes
High-potential development schemes
360-deqgree feedback

Job rotation and shadowing

Graduate development programmes
Cross-functional project assignments
Internal secondments

Development centres

Courses at external institutions

Courses leading to a management/business qualification
Action learning sets

External secondments

Assessment centres

School-leaver development programmes

0 10 20 30 40 50
Base: 504 Percentage
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Table 3: Expected change in usage in the next few years
% of respondents

Increase Decrease Stay the same
Coaching by line managers 74 1 25
E-learning 71 3 26
Mentoring and buddying 63 2 35
schemes
On-the-job training 52 0 48
Internal knowledge-sharing 50 2 48
events ('brown bag’ lunches)
Job rotation, secondment and 48 3 49
shadowing
Action learning sets 42 2 56
Coaching by external practitioners 36 13 51
Audio tapes, videos and 35 8 57
learning resources
Instructor-led training delivered 26 15 59
off the job
External conferences, 22 13 65
workshops and events
Formal education courses 21 10 69




N

Table 5: Reported usage of informal learning activities

Frequently used Sometimes used Rarely used
Use of the Internet/intranet for 60 32 7
research purposes
Links to external professional 41 47 12
and industrial bodies
Exposure to challenging work 35 50 13
assignments
Observation of more 34 50 15
experienced colleagues
Participation in cross- 29 50 19
disciplinary cross-functional
teams or projects
Contact with personal and peer 28 51 20
network




Response Response

Percent Total
Training 1.4% 19
Training and
Development 31 % 416
Human Resource ;
Development 14.3% 191
Workplace Learning
and Performance 31.9% A2TF
Workforce Development 10,796 144
Other (please specify) 10.7%6 143
Total Respondents 1340
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Association for
Talent Development

ASTD has a new name.

Association for
Talent Development

The training and development field has changed and grown
dramatically since ASTD was founded 71 years ago. It is time
for the American Society for Training & Development to take
the next step in reflecting and supporting the global nature,
tremendous diversity, influence, and impact of this
profession.

We are excited about what the future holds! Read on to learn

about our new brand.
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Figure 13: Which of the following factors do you feel most contribute to the success of an L&D/OD
professional? (% of L&D/OD professionals)

Business and commercial awareness, including knowledge
of the industry and external environment

Working collaboratively across an organisation

Ability to influence the organisation

Experience of training design and delivery

Knowledge and use of coaching and mentoring techniques
Ability to make recommendations and dedisions based on insight
Using innovative techniques and offering creative solutions
Ability to deliver with limited resources

Having a broad internal and external network

Having change management expertise

Acting as a role model and leading by example

Having curiosity for how people learn and develop

Knowledge of emerging L&D trends

Understanding of new learning technologies
(for example e-learning, MOOCs)

Understanding and practical application of new
learning theories and insights

Other
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JGenerational changes in brain function which
may affect learning (such as those occurring in
younger and older learners)

1Cognitive issues around decision-making, such

as type 1 and type 2 thinking
Kahneman divides our thinking into two subsystems: type
1 and type 2. Type 1 thinking is fast, intuitive, unconscious
thought. Most everyday activities (like driving, talking,
cleaning, etc.) make heavy use of the type 1 system. The
type 2 system is slow, calculating, conscious thought.
When you're doing a difficult math problem or thinking
carefully about a philosophical problem, you're engaging
the type 2 system




Using a ‘mentalising system’ (how we process
signals we receive from other people and how
this can affect social learning)*

JUnconscious thought theory (problem solving
through our intuitive mind, when we’re not
actively trying)

JLearning states during game-based learning

1The correlation between physical exercise and
increased learning performance

JHow human reasoning and logic affect how we
learn (for example, cognitive thinking traps and
illusions)







