











To better understand the effects of informal learning on organizational
performance, ASTD recently completed an exploratory study on the topic
with support from i4cp. The core data in the report came from an online
survey of 1,104 HR and learning professionals. Findings from the survey
suggest that many organizations face a variety of issues in their handling

of informal learning. Feedback from the survey respondents indicated that
many organizations are even struggling with how to define it. After careful
deliberation, the researchers arrived at the following definition: “a learning
activity that is not easily recognizable as formal training and performance
support. Generally speaking, it takes place without a conventional instructor and
is employee-controlled in terms of breadth, depth, and timing. It tends to be
individualized, limited in scope, and utilized in small chunks.”

Survey respondents clearly agreed that informal learning as defined is prevalent
in their organizations. Nearly half of the respondents reported that it is occurring
to a high (34 percent) or very high extent (7 percent) in their organizations.

Not only did survey participants acknowledge that informal learning plays a role
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Figure 23: Incidence of Informal Learning
in Respondent’s Organization
Source: ASTD/idcp Tapping into the Potential of Informal Learning Study

Ad-hoc Surveys

in today’s workplaces, they also predicted that it would grow in the next three
years. More than half of respondents reported that informal learning would
increase during that time period, while 40 percent anticipated little change.
Only 4 percent projected a decrease.

The survey data established the presence of informal learning in almost all
responding organizations. What are some of the specific tools and processes for
its usage? As many in the modern workplace would expect, email emerged as
the top-ranked informal learning tool. Accessing information from a company
Intranet was a close second, with 65 percent of respondents citing use to a
high or very high degree. More than half of the respondents reported collecting
“fingertip” knowledge, such as Google searches, as having high or very high
use. Some of the notable low scorers included communities of practice, which
was cited o a high or very high degree by only 20 percent of respondents,
and mentoring, which was used to a high or very high degree by 28 percent
of responding organizations.
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Figure 24: Projected Usage of Informal
Learning Over the Next Three Years
Source: ASTD/i4cp Tapping into the Potential of Informal Learning Study
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Figure 25: Usage of Informal Learning Tools & Processes
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Ad-hoc Surveys

Globalization in the marketplace is occurring at an unprecedented rate. The
rapidly evolving set of challenges related to expansion across borders inspired
a recent study by ASTD. The study examined the factors influencing the role
of corporate learning in globally dispersed workforces, including barriers to
success, best practices, and lessons learned. ASTD commissioned i4cp to assist
on this research.

Many of the 397 respondents indicated that their organizations already have
operations in several regions or plan continued expansion. In fact, nearly one-
quarter of them have workforces that speak more than 10 primary languages
overall. The survey data confirms the notion that transitioning to a multinational
or global operation usually involves some bumps in the road. Two-thirds of
survey respondents said that such transitions are “smooth in some places, rough
in others,” whereas only 24 percent said it has gone smoothly or very smoothly.
One in 10 companies labeled the road traveled as “pretty rough” or “chaotic.”
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Figure 26: Smoothness of Transition
to Global Operations
Source: ASTD/idcp The Role of Learning in Globally Dispersed Workforces Study
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The learning function seems to be stuck in neutral for many firms with
expanding international operations. In fact, only 28 percent of respondents
to the ASTD /idcp survey indicated that learning initiatives in their global
operations have been successful to a high or very high extent. Onefifth

of the organizations reported little or no success in global learning initiatives,
and 50 percent endorsed moderate accomplishments.

Although the learning function has a wide variety of capabilities that could
facilitate the transition to globalization, many organizations reported little
utilization of it. The most commonly used activity was teaching basic job skills
in the international operation, but only a third of respondents reported that their
companies utilize this activity internationally to a high or very high extent. A
similar percentage reported conducting an orientation of new employees in the
international region, while 29 percent of respondents said that their learning
function teaches industry knowledge to employees in the international operation
to a high or very high extent.
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Figure 27: Success of Learning Initiatives
in Global Operations
Source: ASTD/idcp The Role of Learning in Globally Dispersed Workforces Study
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Figure 28: Learning Function Participation in International Operations
Source: ASTD/i4cp The Role of Learning in Globally Dispersed Workforces Study
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Ad-hoc Surveys
. LEARNING PROFESSIONALS’ INCOME

An annual ASTD member demographics survey of more than 9,000 learning Investigation of the relationships between demographic variables indicates that
professionals reveals differences in compensation based on a variety of factors. experience, current employer, and area of expertise influence levels of income.

Table 7: Income by Area of Expertise

s | S| s s T T o Ty
[Weoolgerie ]
Career Planning and Talent Management 3.02% 1.89% 5.66% 20.38% 23.02% 20.75% 25.28%
Coaching 1.72% 4.14% 8.97% 24.83% 24.83% 21.03% 14.48%
Delivering Training 2.37% 7.65% 15.64% 37.29% 19.93% 11.50% 5.61%
Designing Learning 1.97% 4.65% 11.55% 35.97% 26.33% 13.76% 5.78%
Facilitating Organizational Change 1.97% 2.42% 5.76% 17.21% 23.79% 23.79% 25.00%
Improving Human Performance 2.20% 3.56% 5.66% 24.11% 24.53% 21.59% 18.34%
Managing Organizational Knowledge 1.51% 6.93% 9.64% 23.49% 23.49% 21.69% 13.25%
Managing the Learning Function 0.99% 1.79% 5.38% 22.74% 27.69% 23.86% 17.55%
Measuring and Evaluating 2.50% 5.00% 15.83% 23.33% 25.00% 15.00% 13.33%
Other 2.34% 3.78% 10.09% 25.41% 22.16% 18.38% 17.84%
N=8916

Table 8: Income by Organization Type

S0- $30,000 - $40,000- | $50,000- | $70,000- | $90,000 - $120 000+
$29,999 $39,999 $49,999 $69,999 | $89,999 | $119,999 '
|ogmiton e
A training/ learning product or service company 3.08% 5.25% 9.89% 27.32% 21.23% 17.01% 16.22%
An academic insfitution 3.81% 6.17% 15.25% 34.66% 19.42% 12.89% 7.80%
A government agency 1.72% 4.12% 12.52% 33.79% 27.27% 15.27% 5.32%
Independent consultant or sole proprietor 4.00% 3.82% 7.09% 20.18% 20.36% 19.82% 24.73%
Other For-profit organization 1.06% 3.18% 7.45% 27.80% 26.30% 20.50% 13.71%
Other Not-for-profit organization 0.91% 7.60% 14.29% 34.69% 21.77% 14.40% 6.35%
Student 40.43% 15.96% 15.96% 13.83% 6.38% 5.32% 2.13%
Other 1.14% 5.29% 12.50% 30.71% 24.29% 15.43% 10.64%
N=28976

Table 9: Income by Longevity in Training
and Development/Learning/Performance

S0- | $30000- | SO000- | SS0000- | STOOD0- | S0000- | on oo
$29999 | $39999 | 49999 | 69,999 | $89,999 | $119,999 '

Less than 1 year 5.24% 14.19% 18.34% 25.33% 16.38% 12.88% 7.64%
110 2 years 3.83% 13.79% 22.03% 33.33% 13.98% 7.66% 5.36%
210 5 years 2.73% 9.37% 18.75% 35.72% 17.05% 9.82% 6.57%
510 10 years 1.89% 3.56% 11.84% 35.82% 24.57% 14.18% 8.15%

10 to 20 years 1.03% 1.47% 4.65% 26.31% 29.83% 22.79% 13.92%
More than 20 years 1.26% 1.64% 3.79% 18.96% 24.27% 24.72% 25.35%
N =28,868
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Appendix

Note: In 2008, all organizations submitted their annual data using the WLP Scorecard®, including those organizations that also applied for the ASTD BEST Award.
This page contains the survey instrument.

2007

Average number of fullime equivalent (FTE) employees

Total payroll (gross wages without benefits or employer-paid taxes)

Organization’s total revenue

Organization’s net profit/income (before taxes)

Organization’s total direct investment in learning and performance

Percentage of total learning investment for outsourced activities

Percentage of total learning investment for tuition reimbursement /educational assistance

Number of full-time equivalent (FTE) learning and performance staff

N 00N o001 NROWIN|—

Total number of hours of formal learning activities made available /provided

—
o

Total number of hours of formal learning activities used/received by employees

-_
N

Percentage of learning content (available/provided) devoted to the following areas:

(a) Executive development

(b) Managerial and supervisory skills

() Sales (not including product knowledge)

(d) Customer service

(e) Mandatory and compliance (e.g., safety, security)

(f) Processes, procedures, business practices, and quality
(g) Information technology and systems skills (e.g., enterprise and desktop software)
(h) Interpersonal skills (e.g., communication, team work)
(

(

(

(

(

i) New employee orientation
i) Basic skills

k) Profession-specific or industry-specific content (e.g., engineering, accounting, law, medicine)
1) Product knowledge

m) Other

12. | Percentage of formal learning hours available /provided which are delivered in the following ways:

a) Live instructor-led real classroom

b) Live instructor-led virtual (online) classroom

¢) Live instructorled remote, but not online (e.g., satellite, video conference, teleconference)
d) Selt-paced online (networked)

e) Self-paced stand-alone (non-networked) computer-based (e.g., CD-ROM)

f) Technology other than computer (e.g., videotape, audio (D, mobile)

g) Self-paced nontechnology delivered (i.e., print)

h) Other

~ e~~~ o~~~ —

13. | Percentage of formal learning hours used /received which are delivered in the following ways:

a) Live instructorled real classroom

b) Live instructor-led virtual (online) classroom

¢) Live instructorled remote, but not online (e.g., satellite, video conference, teleconference)
d) Selt-paced online (networked)

e) Self-paced stand-alone (non-networked) computer-based (e.g., CD-ROM)

f) Technology other than computer (e.g., videotape, audio (D, mobile)

g) Self-paced nontechnology delivered (i.e., print)
h) Other

~ e~ o~~~ —~ —~ —
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Delivery methods
(percentage delivered in the following ways)

Percentage of learning hours available via different delivery methods. Total
should equal 100 percent.

e |live instructor-led real classroom
e |ive instructor-led virtual (online) classroom
o Live instructor-led remote, but not online (for example, satellite,
video conference, and teleconference)
e Self-paced online (networked)
e Self-paced stand-alone (non-networked) computer-based
(for example, CD-ROM)
e Technology other than computer (for example, videotape, audio (D, mobile)
e Self-paced nontechnology (for example, print)
o (ther

Direct learning investment

Total direct costs for learning, including formal learning, work-based learning,
and learning function’s contribution to nontraining performance
improvement solutions.

Direct expenditure for the learning function includes

e |earning and performance staff salaries

(gross wages without benefits or employer-paid taxes)

travel costs for learning and performance staff

administrative costs

nonsalary development costs

nonsalary delivery costs (classroom facilities, online infrastructure, etc.)
outsourced activities

fuition reimbursements.

Direct expenditure does not include

e |earners’ travel expenses

e costs of participants” conference attendance, fees, and travel

e cost of lost work time while engaged in learning formal activities

e costs of internal subject matter experts” time for content analysis,
coaching, and knowledge sharing.

External services expenditure

Percentage of total direct learning expenditure for external services. Includes
consultants and consultant services, content development and licenses,

and workshops and training programs delivered by external providers.

Does not include tuition reimbursement for educational programs at
educational institutions.

Learning hours available

Total number of hours of learning content available (one time count). Includes
all available hours of all learning content available for employee use: live
classes, workshops, seminars, online course catalog, video, and print. Hours
available is sometimes referred to as hours provided.

Appendix

Learning hours used

Total learning hours accessed or completed. Determined by multiplying the
number of hours available by the number of employees who accessed or
completed the learning content. For example, if 100 employees participated

in an eight-hour workshap on project management, the total hours received is
800, but the total number of hours available is eight. Hours used is sometimes
referred to as hours received or consumed.

Indirect learning investment

Total indirect costs for learning. Includes costs related to formal and work-based
learning only.

Indirect costs for learning include

e leamers’ travel expenses

e participants” conference attendance, fees, travel, lodging, meals,
and ground transportation

e work time lost while engaged in formal learning activities

e internal subject matter experts’ time for content analysis, coaching,
and knowledge sharing.

Learning staff size

Total number of learning staff in your organization. Includes rotated staff only
if there is a full-time employee (FTE) allocation to the learning function.

Net profit

Net profit (or income) before taxes. Determined by subtracting the sum of
expenses and losses from the sum of revenues and gains. Includes any effects
related to discontinued operations, extraordinary items, and minority inferest.
Does not include payments of stock dividends as expenses. Entered in actual
U.S. dollars. For banks: includes securities gains and losses.

Total revenue

Total revenue generated by the business; includes all recognized customer,
operating, investment, rent, and accrued unbilled revenue. Entered in actual
U.S. dollars. For governmental organizations: budget is entered.

Tuition reimbursement expenditure

Percentage of total direct learning expenditure for tuition reimbursement
for educational programs at educational institutions.

Workplace learning and performance (WLP)

ASTD uses the phrase workplace learning and performance (WLP) to indicate

the profession it represents. We have moved away from a training mindset to
an emphasis on supporting learning within an organization and connecting the
learning function to the improvement of individual, group, and organizational

performance. In this report we use the phrase “learning and performance”

or WLP where “training and development” might have been used before.
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Appendix

1. If your learning and performance unit has a mission or vision statement,

please include it here.

2. What percentage of your organization’s employees (a) have access fo,
and (b) take advantage of the following learning opportunities?

Take

g Advantage
Formal (event-based) learning activities
(e.q., classes, workshops, online courses) % %
Mentoring and coaching % %
Knowledge sharing (e.g., experts on call,
communities of practice) % %
Knowledge bases (e.g., searchable
reference materials) % %
Job aids % %
Electronic performance support % %
On-the-job learning % %
Job rotation % %
Tuition reimbursement % %
Employer-supported conference
attendance % %
Financial support for memberships in
professional associations % %

3. What percentage of your organization’s vice presidents and above support

learning in the following ways:

Public statements in support of learning

Participation in learning events as an instructor or speaker

Inclusion of learning objectives as part of their performance goals %

4. Does your organization have a senior-level officer with responsibility for

enterprise-wide learning, knowledge management, or other human capital

management functions?

Q Yes
Q No
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10.

11.

To whom does the learning function report?

Q Chief Executive Officer (CEQ)

Q Chief Operating Officer (C00)

Q Chief Information Officer (CIO)

Q Chief Human Capital Officer (CHCO)

Q Vice President-Human Resources

Q Vice President-Knowledge Management
Q Line Manager

Q Other

Give an example of how your organization leveraged a successful learning
initiative and broadened the impact of learning across your organization

to support business objectives within the past 12 months. Describe the
initiative (including need and link to business goals, the audience, design,
and implementation) and its scope of impact. Provide evidence and metrics
to support statements of impact.

Describe your organization’s most innovative learning initiative
(including need and link to business goals, the audience, design, and
implementation) implemented within the past 12 months. If fully
implemented, provide evidence and metrics of impact. If early in
implementation, provide initial results and anticipated impact.

Describe the process and reporting tools your organization uses to link
learning to individual performance and to organizational performance.

Describe how decisions about learning and performance initiatives are
made in your organization: determination of need, selection of approach,
design, development, and implementation.

To what percentage of your organization’s employees do the following
performance management practices apply?

Annual performance reviews %
Individual development plans %
Peer review of performance or 360° feedback systems %
Documentation of individual competencies %
Tracking of employees” learning history %

Which of the following metrics does your organization use
to measure performance?

Q Ability to retain essential employees
Q Employee satisfaction

Q Quality of products/services

Q Customer satisfaction

Q Cycle time reduction or improvement
Q Sales/revenues

Q Productivity improvement

Q Overall profitability

Q Other



Appendix

12.

13.

14.

15.

16.

From the list above, select two items and explain how learning contributed
to the results achieved in the past 12 months. Indicate the level at which
you started and where you are now on each of the metrics.

Which of the following metrics do you use to rate the efficiency of your
organization’s learning function?

Q Content development costs

Q Content development cycle time

Q Time to deploy a new learning initiative

Q Numbers of employees trained per training staff member

Q Travel and accommodation costs

Q Number of employees trained

Q Time to employee readiness or competence

Q Cost savings realized through outsourcing learning initiatives
Q Other

From the list above, select two items and describe how you achieved
efficiency in the past 12 months. Indicate the level at which you started
and where you are now on each of the metrics.

Which elements of the learning function do you outsource? Provide the
rationale for the decision(s). If you do not outsource, provide the rationale
for that decision.

Describe the processes or systems and tools that you use to measure and
report on the activities and impact of the learning function across the
enterprise. Include how you communicate the results beyond the learning
function and into the business.

17.

18.

19.

What percentage of the resources of your organization’s learning function
was devoted to each of the following performance improvement solutions
during the past 12 months?

Learning solutions (all activities related to

learning/training) total percentage %
Nontraining solutions

Process analysis and improvement %
Organizational development %
Talent management %
Knowledge management %
Performance expectations %
Performance feedback %
Job-specific tools and resources %
Incentives %
Non-incentive motivational strategies %
Other %

Describe one nontraining performance improvement solution/initiative
(see 17B) that the learning function contributed to during the past 12
months. Include information on how staff from the learning function were
involved, what the impact of the initiative was on performance (individual
and,/or organizational), how that impact was measured (include evidence
of results), and (if appropriate) how learning activities were integrated
with the nontraining solution.

What three things is the learning function doing to ensure the sustainability
of organizational results? Describe each action, the role of the learing
function, the impact on organizational results, and the rationale.
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Subscribe to ASTD's WLP Scorecard®

C ) WLP Scorecard

ASTD

The WLP Scorecard® is ASTD’s online benchmarking, diagnostic, and prescriptive
tool for learning organizations. It incorporates a comprehensive set of indicators
and reporting framewaorks to monitor and compare the alignment, efficiency,
effectiveness, and sustainability of the learning function across organizations.

In the WLP Scorecard®, you are able to choose from two types of reports: a
customizable scorecard and an index report. The scorecard report will compare
your learning function to other organizations” learning functions on sets of
financial, operations, customer, and innovation indicators. The index report
will include recommendations for how to improve the alignment, efficiency,
effectiveness, or sustainability of your enterprise-wide learning activities.

For more detailed annual data

Additional data from the companies surveyed for the State of the Industry report
is available on the ASTD WLP Scorecard®. You will also have the opportunity to
directly benchmark your organizational figures against those from the companies
who provided data for the report. Much of the data can be accessed free

of charge.

For more information, please visit wipscorecard.astd.org.

Join The ASTD Benchmarking Forum

ASTD

BENCHMARKING

FORUM

Established in 1991, the ASTD Benchmarking Forum (BMF) is a consortium

of private and public sector organizations from around the world. The BMF
offers members unique opportunities to benchmark learning and performance
improvement processes, practices, and outcomes. It also provides access to

a worldwide network of high level training professionals. Special events and
meetings are held for BMF member representatives throughout the year. In
addition to a detailed annual survey of member organizations” investments and
practices, members can use an on-demand member-fo-member survey service
and access archives of all past surveys.

For more information, send an email to BenchmarkingForum@astd.org.

Apply for an ASTD BEST Award
ASTD

ASTD BEST Awards recognize organizations that demonstrate enterprise-wide
success as a result of employee learning and performance improvement
activities. We are looking for organizations that create, support, and champion
learning opportunities and a learning culture.

For more information, go to www.astd.org/BEST_Awards.

ASTD Research Studies

ASTD

RESEARCH

ASTD Research conducts a wide variety of studies on topics of interest to the
workplace learning and performance profession. Recent study fopics include

Employee engagement

Globally dispersed workforces

Informal learning

Talent management

Executive development

Sales training

Web 2.0 technologies

Impact of learning on financial performance
Learning in troubled economic times

For more information, visit www.astd.org/content /research.
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About ASTD

ASTD (American Society for Training & Development) is the world’s largest association dedicated

to workplace learning and performance professionals. ASTD’s members come from more than

100 countries and connect locally in 136 U.S. chapters and 25 Global Networks. Members work

in thousands of organizations of all sizes, in government, as independent consultants, and suppliers.

ASTD started in 1944 when the organization held its first annual conference. ASTD has widened
the profession’s focus to link learning and performance to individual and organizational results,
and is a sought-after voice on critical public policy issues. For more information, visit www.astd.org.
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