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ABOUT THIS RESEARCH 

Data for this report is drawn from the 2014-15 Towards Maturity Benchmark research, conducted online 

during June-August 2014 with over 600 organisations. This is the eighth study in a longitudinal research 

series looking at the trends in the implementation and impact of learning technologies in the workplace. 

This report compares the average response from businesses with 250-999 employees, with average 

responses from over 600 organisations that completed our 2014-15 benchmark research.  

It provides an insight into the drivers, benefits, skills and technologies used by the sample. We review the 

strengths and weaknesses of implementation practices, as compared with top learning companies who are 

achieving the highest impact from their implementation of learning technologies in the workplace. 

See www.towardsmaturity.org/2014benchmark for more details. 

Download the 2014 Towards Maturity Benchmark report: Modernising Learning: Delivering Results for free 

at www.towardsmaturity.org/2014benchmark. Full details of the survey methodology and participant 

demographics can be found in the Appendix of the main report. 

Modernising Learning: Delivering Results is free to download, thanks to the support of the following 

Ambassadors. For more details about the Ambassador programme, visit: 

www.towardsmaturity.org/ambassadors. 

 

The full range of our research is available from www.towardsmaturity.org/shop. 

We would like to thank all those organisations that have kindly agreed to let themselves be quoted by name in this 

report. All the quotes from our research are provided by those in Retail organisations. 

Research team: Dr Genny Dixon and Laura Overton FCIPD 

Follow on Twitter: @towardsmaturity 
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FOREWORD BY ROB CAUL, CEO OF KALLIDUS  
 

Mid-sized businesses are the backbone of the economy, supporting millions of jobs 

and making a vital contribution to economic performance. Yet, while widely 

considered to be more productive than small businesses, nimbler and more 

innovative than their larger counterparts, this report highlights that many are lagging 

behind in their investment and use of learning technologies and are e-enabling less 

of their formal training programmes than larger organisations. In addition, mid-sized 

organisations are achieving less impact from their learning initiatives, with only an 

average of 25% achieving the benefits that they seek.  

In tƻŘŀȅΩǎ ŎƻƳǇŜǘƛǘƛǾŜ ŀƴŘ ŘȅƴŀƳƛŎ ƳŀǊƪŜǘǇƭŀŎŜΣ ƛǘ ƛǎ ƳƻǊŜ ƛƳǇƻǊǘŀƴǘ ǘƘŀƴ ŜǾŜǊ ŦƻǊ ƳƛŘ-sized organisations 

to evolve their L&D practices beyond the classroom, update legacy systems and approaches, and align their 

learning strategies more closely with business needs to achieve sustainable growth and success.  

However, there is a reluctance to change, so it is essential that the key barriers holding back the progress of 

L&D departments are tackled head-on. These include the perceived lack of skills amongst employees to 

manage their own learning and to learn with new technology; technology costs and e-learning courses that 

are too generic to meet individual and business needs.  

The good news is that this report highlights the key lessons that can be learnt from top performing learning 

organisations and shows how mid-sized organisations can accelerate progress and business impact. And 

with mid-sized companies already achieving clear business benefits ς from programme cost savings (12%), 

to improvements in customer satisfaction scores (10%), productivity (9%) and reduction in time to 

competency (12%) - there is a clear business case for further embracing technology-enabled learning. 

As a longstanding Towards Maturity Ambassador and a pioneer in providing learning and talent solutions 

that support the needs of mid-sized organisations as they grow and develop, we are delighted to have 

contributed to this in-depth research and to be sponsoring this report.  

Without doubt, innovative learning technologies have a vital role to play in helping mid-sized organisations 

retain the agility that has made them so successful today, while ensuring learners are motivated, engaged 

and have the right skills to support long-term growth and prosperity. For L&D departments keen to 

modernise their learning, developing a stronger partnership with both the business and with external 

providers to support change will be instrumental in driving success. 

 

Rob Caul 

Chief Executive Officer 

Kallidus 



  

© Towards Maturity CIC Ltd. 2015   Page | 5 

FAST FACTS FROM THIS REPORT 
 

Mid-sized businesses ς those with between 250 and 999 employees ς are realising significant impact from 

modernising their learning strategies through technology. These benefits offer a strong argument for 

exploiting learning innovation. They report:  

 10% improvement in customer satisfaction scores 

 9% improvement in productivity 

 12% reduction in time to competency 

 12% savings in programme cost 

Compared with the average across the 600+ organisations that took part in the 2014 Towards Maturity 

Benchmark study, there are further benefits to be had as mid-sized organisations are amongst the least 

likely to be using learning technologies in learning and development programmes: 

 13% of training budget is allocated to learning technologies (compared to an average of 19%) 

 23% are using e-learning for non-compliance-related learning (33%) 

 19% of formal learning is e-enabled 

Across the whole sample, cost is cited as the top barrier to enabling learning through technology. For mid-

sized organisations, the top barriers they face relate to learner confidence and skills: 

 83% cite a lack of skills amongst employees to manage own learning 

 67% cite reluctance by users to learn with new technology 

This report offers key insights comparing mid-sized business and top performing learning organisations 

within the top quartile of ǘƘŜ ¢ƻǿŀǊŘǎ aŀǘǳǊƛǘȅ LƴŘŜȄϰ that get the highest benefits from a technology-

enabled strategy. This report illustrates a number of areas of implementation practice where mid-sized 

businesses can take action to improve learning and business outcomes: 

Aligning to business need: 40% of mid-sized businesses agree that they are delivering solutions in time to 

meet the needs of the business (compared to 80% of top learning organisations) 

Demonstrating value: 10% agree that they know the opportunity cost of the various ways their learners 

learn (42%) 

Motivating learners: 21% agree that they support career aspirations (or personal job goals) with 

technology enabled learning (66%) 

Technical environment: 49% have good links/relationships with their IT department (74%) 

Supporting performance: 10% agree that they use available support systems to promote self-reliance 

amongst learners, rather than a culture of dependency (51%) 

Empowering users: 17% involve users in the design of the most appropriate learning approach (64%) 

These, and many other examples, illustrate successful practices that mid-sized businesses can learn from 

top performing learning organisations. 

Learning innovation, done well, has a positive impact on programme results. 
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1 INTRODUCTION 

This chapter sets out our definition of mid-sized organisations and introduces the concept of 

benchmarking to help understand the potential that top performing learning organisations can 

unlock. 

 

1.1 CHARACTERISTICS OF MID-SIZED BUSINESSES 

A plethora of research has been undertaken around SMEs with up to 250 employees. While the smallest 

businesses (with up to 49 staff) account for 48% (12.1 million) of UK private sector employment and 33% 

(£1.2 trillion) of private sector turnover1, they may yet to have HR personnel, let alone a Learning & 

Development (L&D) lead. Most small businesses are generally far more reliant on external HR and L&D 

expertise and will often buy in support on an ad hoc basis. Indeed, an extraordinary 76% of UK businesses 

are non-employers with no HR requirement at all.  

Some research suggests that an HR function starts to become apparent when an organisation employs 80 

or more staff, not least because at this stage it can become more efficient to bring HR expertise in-house, 

rather than seeking external advice and support.2 However, it is only when an organisation reaches around 

250 staff that it is likely to have a coherent L&D strategy, with the in-house L&D lead role becoming 

consultative rather than delivery orientated. Our research shows that 50% of organisations with 250-999 

staff recognise that the L&D role is shifting from that of learning delivery to consultancy. 

While there is a plethora of research available on SMEs, organisations with over 250 staff are generally all 

classified as 'large' and research into this sector is amalgamated with the very largest (gargantuan) of 

businesses. Businesses with 5,000, 50,000 or even 500,000 staff may have similar L&D issues; however, it 

should be recognized that they are a world apart from businesses with just 500 staff. Very little work has 

been undertaken to consider how the smaller end of this group ƻŦ ΨƭŀǊƎŜΩ ōǳǎƛƴŜǎǎŜǎ are performing and 

how they can improve on the L&D they deliver to staff. This report looks, in detail, at what L&D looks like 

within firms with 250-999 staff.  

These in-betweeners ς which we will call Ψmid-sized businessesΩ ς are moving into a territory where 

customer (and indeed, employee) loyalty is maintained through brand reputation and they can no longer 

afford to make impulsive changes to their operating structures. Just like their larger counterparts, some will 

serve niche markets, but most will compete with other firms on expertise, price or quality of product or 

service. They have moved from being an agile small business into an enterprise with a clearly defined 

offering and a relatively stable customer base. During that process they will have lost some of the small 

business culture that they valued in the early days and will be working hard to retain their ability to 

respond to changes in the marketplace and continue to drive innovation.  

                                                           
1 DBIS (2014). Business Population Estimates for the UK and Regions 2014. DBIS Statistical Release 
2 CIPD (2014). ±ŀƭǳƛƴƎ ¸ƻǳǊ ¢ŀƭŜƴǘ Ψ[ƛŦŜ .ŜƎƛƴǎ ŀǘ улΥ ¢ƘŜ ƘǳƳŀƴ ŎŀǇƛǘŀƭ ƳŀƴŀƎŜƳŜƴǘ ŎƘŀƭƭŜƴƎŜǎ ƻŦ {a9ǎΩ. CIPD Research Insight 
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The L&D function within these mid-sized businesses will be at the heart of ensuring that the right people 

with the right skills are available at the right time. Innovation in technology and new ways of thinking will 

be driving their business forward and it is this approach that L&D will need to adopt if the business is to 

continue to succeed. However, the legacy SME orientated L&D approach is unlikely to fulfil its evolving 

needs and radical changes may be required.  

These businesses (and the L&D function) are caught between two worlds: that of the SME and the land of 

the corporate giants. 

 

1.2 BENCHMARKING L&D IN MID-SIZED BUSINESSES 

1.2.1 OBJECTIVES 

The objective of this report is to help organisations with 250-999 

staff to compare their learning strategies with those of other 

organisations, ƛƴ ƻǊŘŜǊ ǘƻ ƭŜŀǊƴ ŦǊƻƳ ŜŀŎƘ ƻǘƘŜǊΩǎ ŜȄǇŜǊƛŜƴŎŜǎ ς 

and thus highlight opportunities for improvement ς and 

accelerate progress. We aim to provide insights by benchmarking 

both informally (drawing on the anecdotal experiences of others) 

and formally, by considering a framework of effective practices 

that define top performing learning organisations. 

The report draws on data from the 2014-15 Towards Maturity Benchmark research conducted online 

between June and August 2014 involving over 600 organisations, published in a suite of reports called 

Modernising Learning: Delivering Results3 which are free to download at 

www.towardsmaturity.org/2014benchmark.  

1.2.2 PARTICIPANT OVERVIEW 

600 L&D professionals from 45 countries contributed to the Towards Maturity Benchmark Study. 19% of 

these were from organisations with 250-999 staff. 76% of those were from the UK and 51% were from the 

private sector. Of those businesses with 250-999 staff, only 12% were operating in a single location within 

one nation, 65% operated in multiple locations within one nation, and the remaining 23% were 

multinationals, reflecting the global context of many businesses operating today. 

  

                                                           
3 Full details of the overall Towards Maturity Benchmark Study methodology and participant demographics can be found in the 

Appendix of the main report www.towardsmaturity.org/2014benchmark 

 

For the purpose of this study, we 

define learning technologies as: 

ά¢ƘŜ ǳǎŜ ƻŦ ŀƴȅ ǘŜŎƘƴƻƭƻƎȅ ŀŎǊƻǎǎ ǘƘŜ 

learning process, including skills 

diagnostics, learning delivery, support, 

management (of learners and content), 

ƛƴŦƻǊƳŀƭ ŀƴŘ ŦƻǊƳŀƭ ƭŜŀǊƴƛƴƎΦέ 

 

http://www.towardsmaturity.org/2014benchmark
file://///srv-crn-007/projects/Marketing%20Current/Towards%20Maturity/www.towardsmaturity.org/2014benchmark
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1.3 INTRODUCTION TO THE TOWARDS MATURITY MODELϰ 

Simply adopting new technologies does not, of course, guarantee results. We have found over the years 

that those that have embedded learning technologies in their learning strategy, and integrated learning 

into every aspect of their business, are realising the greatest business benefits ς responsiveness, 

productivity, staff engagement, talent and revenue ς whilst improving learning quality and efficiency.  

Since 2003 we have analysed the implementation activity of the more successful organisations and have 

identified six work streams that characterise more mature organisations. We describe these in the Towards 

Maturity Model ϰ (see Appendix 1). In essence, the model provides a framework that will help learning 

organisations prepare to deliver 21st century learning to 21st century businesses. 

The Towards Maturity Model provides a common framework for effective practice. For L&D professionals, 

benchmarking against the framework helps identify strengths and weaknesses within the organisation, 

prioritise next actions and accelerate progress.  

These six work streams of effective practice are at the heart of the Towards Maturity Index (TMI). The TMI 

is the single index figure from 1 to 100 that each participant in the 2014 study received to benchmark the 

maturity of their technology-enabled learning strategy with others. 

A low TMI does not infer a poor implementation process; it is more likely that the organisation is on the 

start of its journey with technology-enabled learning. 

The Towards Maturity Index for Mid-Sized Businesses 

 Sample Average TM Benchmark4 Mid-Sized Businesses 

48.42 59.59 41.43 

 

1.3.1 TM BENCHMARK 

The TM Benchmark scores represent the average of the scores from ΨǘƻǇ ƭŜŀǊƴƛƴƎ organisationsΩ ς the top 

quartile of those from the private, public and not-for-profit sectors who participated in the Towards 

Maturity Benchmark Study in 2014.  

Few mid-sized businesses are listed in this top quartile, but there are notable exceptions and five 

organisations in this category are actually listed in the top 10%. However, organisations of this size range 

are more likely to appear in the bottom quartile for implementation practice (49% are in the bottom 

quartile). 

When looking at the top learning organisations, we can see how successful organisations are reaping the 

benefits of investing in learning technologies. These businesses provide an aspirational benchmark for 

those who have yet to achieve the same outcomes and will help to identify areas of strength and 

                                                           
4 Value exceeded by one quarter of respondents to the 2014-15 study. 
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weaknesses that need to be addressed. Organisations in all sectors and of all sizes fall into this top quartile 

and throughout this report we reflect on the behaviours that characterise top learning organisations.  

More details of specific examples can be found at www.towardsmaturity.org/tag/top-quartile-learning-

organisations. 

In this report we provide organisations with 250-999 employees with the evidence to help them modernise 

their learning strategy. We are confident that the evidence we present here, combined with insights from 

top performers, will help you in your journey towards long-term success. 

 

In the next chapter we look at the drivers for and benefits of a technology-enabled learning 

strategy and the barriers to its implementation.  

http://www.towardsmaturity.org/tag/top-quartile-learning-organisations/
http://www.towardsmaturity.org/tag/top-quartile-learning-organisations/
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2 THE NEED FOR CHANGE 
 

Mid-sized businesses invest less in learning technologies than larger organisations and are 

achieving less impact from their programmes. Although they anticipate a wide range of business 

benefits from their investment, in reality the benefits are proving harder to achieve. 

2.1 CURRENT LEVELS OF INVESTMENT IN LEARNING TECHNOLOGIES 

At first glance, the Towards Maturity benchmarking data portrays organisations with 250-999 staff as 

behind the curve when it comes to a modernised learning strategy. Generally, they fall way short of the 

benchmarks set by the top learning organisations. Despite 65% operating in multiple locations in one nation 

and a further 23% with an international presence, their use of learning technologies in particular 

dramatically lags behind.  

Organisations are using more technology than ever before. Our data shows that, across a reference set of 

40 technology options, the number in use across 50% or more of the sample has risen from 10 to 16 in the 

last 3 years. For mid-sized organisations, this figure is still at the lower end of the scale, with just 10 

technologies used on average.  

Mid-sized organisations are e-enabling less of their formal learning than the sample average and 

significantly less than top learning organisations. They are investing a lower proportion of their training 

budget on technology, and achieving lower take up and achievement rates. 

Table 1 Technology take-up indicators 

Technology Take-up Indicators 
Mid-Sized 
Businesses 

2014 Sample 
Average 

TM Benchmark 
Value5 

% employees using online learning for non-compliance 23% 33% 52% 

% employees using online learning for compliance 51% 59% 64% 

Completion rate for compliance training 61% 70% 79% 

% formal learning e-enabled 19% 29% 42% 

% L&D budget allocated to learning technologies 13% 19% 26% 

 

Please note that we only provide a completion rate for compliance training subjects. Completion rates in non-

compliance subjects are not directly comparable as staff are often encouraged to take the learning they need from a 

programme rather than complete full courses. 

Top learning organisations are reporting wide-ranging business benefits, with 42% saying that technology-

enabled learning has made a significant contribution to increasing revenue, whilst 56% recognise its 

contribution to improvements in productivity across the organisation. 

                                                           
5 The TM Benchmark scores represent the average scores from the top quartile in the Towards Maturity Benchmark Study 2014. 
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2.2 BENEFITS REPORTED BY TOP LEARNING ORGANISATIONS 

Over the last decade, the main benchmark study has shown that increases in training quality and 

consistency are amongst the first benefits generally seen as a result of introducing learning technologies, 

and even those organisations that are new to learning technologies are likely to report these benefits. 

However, top learning organisations (as measured by the Towards Maturity Index) see significantly higher 

business benefits in terms of supporting customers, talent and change. 

When compared to colleagues in the bottom quartile of the TM Index (half of all the mid-sized businesses 

are in this group), the difference in achievement of critical business results is even more marked. Compared 

with the bottom quartile, top learning organisations are:  

More than six times more likely to report:  

 Faster response to business change (53% vs. 7% bottom quartile) 

 Improved productivity (55% vs. 8%)  

 Reduced time to competence (46% vs. 6%) 

 That they have speeded up the application of learning in the workplace (51% vs. 8%) 

More than five times more likely to report: 

 Increased ongoing sharing of good practice (45% vs. 

9%) 

 Improved talent/performance management (34% vs. 

6%) 

They are also more than three times as likely to report: 

 Improved customer satisfaction (57% vs. 13%) 

 That they support organisational change (58% vs. 

15%) 

Mid-sized businesses are delivering lower programme impact 

and fewer business benefits than most. For example: 

 18% improvement in ability to change procedures or 

products (compared to TM Benchmark values of 24%) 

 15% improvement in ability to roll out new IT systems 

or applications (25% TM Benchmark) 

 10% improvement in customer satisfaction (18% TM 

Benchmark) 

 9% improvement in productivity (15% TM 

Benchmark) 

 4% improvement in revenue (11% TM Benchmark) 

 

TOP 10 BENEFITS FROM TECHNOLOGY-ENABLED 

LEARNING FOR MID-SIZED BUSINESSES 

65%  comply with new regulations and legal 
requirements 

46%  improve effectiveness of face-to-face 
learning 

38%  inform our customers and suppliers of 
new products and services 

36%  help implement new processes or new 
products 

36%  improve induction process 

33%  help implement new IT systems 

33%  extend learning to remote workers 

32%  increase learning access and flexibility 

32%  develop a better qualified workforce 

28%  push updated information to employees 
at the point of need  

 
learning that supports our business goals 
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2.3 DRIVERS AND BENEFITS FOR MID-SIZED BUSINESSES 

The top drivers for investing in technology-enabled learning cited by over nine out of ten mid-sized 

businesses are to: 

 Improve induction process 

 Increase learning access and flexibility 

 Increase ability to adapt programme to individual need/context 

 Develop a better qualified workforce 

 Improve customer satisfaction 

 Support organisational change 

 Speed up and improve the application of learning in workplace 

 Reduce time to competence 

 Increase the ongoing sharing of good practice 

 Improve talent/performance management 

 Improve employee engagement with learning 

Mid-sized businesses are also looking to technology to deliver improvements in training efficiency. Over 

nine out of ten seek to:  

 Improve management and administration of learning at work 

 Improve monitoring of impact measures 

 Improve the quality of learning delivered 

 Achieve greater consistency of learning experience 

 Increase volume of learning - reaching more people 

 Deliver greater value for money 

 

However, across these and a range of other benefits, only an average of 25% are achieving the benefits that 

they seek. This is slightly below sample average (31%), but by comparison, top learning organisations 

illustrate that many businesses are achieving over 50% of what they seek. 

There are some notable exceptions where over one-third of mid-sized businesses record success in 

achieving the following benefits: 

 Comply with new regulations and legal requirements (65% vs. average 67%) 

 Improve effectiveness of face-to-face learning (46% vs. 46%) 

 Help implement new processes or products (36% vs. 44%) 

 Inform our customers and suppliers of new products and services (38% vs. 40%) 

 Improve the quality of learning (35% vs. 40%) 

 Increase volume of learning, reaching more people (34% vs. 40%) 

 Reduce training costs (34% vs. 38%) 

Appendix 4 provides a comparison of drivers and benefits across mid-sized businesses, the sample average 

and top learning organisations. 
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2.4 BARRIERS TO ADOPTION 

2.4.1 A RELUCTANCE TO CHANGE 

While it may be true that these businesses are continuing to transition their structures and L&D models 

away from those required for an SME to mirror a larger business model, it is surprising that they have not 

been able to implement a better use of technology-enabled learning to support their growing employee 

bases.  

Perceived barriers to learning provide further insight 

into why this is the case. A large proportion of mid-

sized businesses report reluctance amongst staff to 

learn with new technology (67%, compared to only 

38% from the top learning organisations) and a 

reluctance among line managers to adopt new ways 

of learning (64%, compared with 45% from top 

learning organisations). 46% also suggest that 

learners do not have sufficient ICT skills to access the 

learning (compared to only 25% of the top learning 

organisations).  

A reluctance to change is a real barrier for L&D within 

these businesses and something they need to 

challenge head-on. Recognising propensity for change 

is the first step, as this will highlight the critical 

success factors that will be required to make change 

happen. The following model,6 whilst many years old, 

gives clear, relevant insight into the forces that will 

drive change within any given organisation:  

                                                           
6 Williams, Dobson and Walters (1989). Changing Culture. London, Institute of Personnel Management. 

TOP 10 BARRIERS TO LEARNING ONLINE 

83%  lack of skills amongst employees to manage 
own learning 

74%  cost of set-up, development and maintenance 

70%  e-learning too generic and not sufficiently 
tailored to our needs 

67%  reluctance by users to learn with new 
technology 

64%  reluctance by line managers to encourage new 
ways of learning 

59%  unreliable ICT infrastructure/low 
bandwidth/technical restrictions/firewall 

55%  reluctance by senior managers to use online 
materials 

55%  not seen as a management priority 

51%  past experience of e-ƭŜŀǊƴƛƴƎ ƘŀǎƴΩǘ ŦǳƭŦƛƭƭŜŘ 
our expectations 

50%  lack of attractive, high-quality e-learning that 
supports our business goals 
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A thorough analysis of all aspects of a business and its key stakeholders will be required to construct a 

change management plan. Models, such as the McKinsey 7-S Framework, may be useful to support this 

process.  

Other models for implementing a change programme (ŜΦƎΦ YƻǘǘŜǊΩǎ у Steps) are also readily available. In the 

case of L&D, the TM Index identifies a series of factors that should be considered when ensuring 

engagement, a critical component for driving change.  

In every element of ensuring engagement, those organisations with 250-999 employees are falling well 

behind the levels of attainment that are required to meet the TM benchmark.  

Figure 1 Implementing an effective change programme 

 

2.4.2 SUITABILITY OF TECHNOLOGY-ENABLED LEARNING 

However, not all the issues faced by mid-sized businesses are internal. 70% of organisations with 250-999 

staff report that e-learning is too generic and not sufficiently tailored to meet their needs. This is an issue 

faced by most of the businesses within our sample (with an average score of 58%) and, notably, 63% of top 

learning organisations also share this complaint. However, while the smallest and the largest organisations 

are able to circumnavigate this issue, the mid-sized businesses are not.  

Perhaps, given their smaller staff base, SMEs are better positioned to redress the generic nature of some e-

learning by supplementing its use with more traditional practices (or, indeed, avoiding it altogether). Some 

37% of this group agree that they understand the critical questions to ask of their external providers, 
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compared to 81% of top learning organisations. The largest of organisations may be in a position to develop 

or commission tailor-made learning solutions to meet their specific needs. For example:  

 40% of mid-sized businesses use e-learning objects that have been custom-made externally, half of 

the level found in those with over 5,000 staff 

 51% use e-learning objects custom-made in house, compared to 89% in those with over 5,000 staff.  

While organisations with 250-999 staff have passed the point where they can address their learning needs 

efficiently through traditional methods, they have yet to reach the size where commissioning tailored 

learning solutions is always going to be cost-effective.  

It could be that learning providers are overlooking a key opportunity by not serving this market as well as 

they could. Our data suggests that steps should be taken to work closer with the mid-sized business market 

to develop solutions that better meet their needs. 

Further information on barriers can be found in Appendix 7. 

2.4.3 L&D STAFF CAPABILITY 

There is another reason why technology-enabled learning is so underutilised by this group. 67% report a 

lack of skills amongst L&D staff to implement and manage e-learning. This compares with an average score 

of 60%, and only 38% of top learning organisations report the same issue. Our data reveals a need to better 

support L&D staff to improve their understanding of technology-enabled learning so that they can 

champion the key benefits across their organisation. 

We address the issue of L&D capability in more detail in section 6 of this report. 

 

In the next chapter we look at the skills offered and e-enabled by mid-sized businesses and the 

technology that is used to underpin their delivery. 
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3 CRITICAL SKILLS AND LEARNING INNOVATION 
 

Mid-sized businesses offer a wide range of skills but are less likely to e-enable those skills than 

larger organisations. They are using a more restricted range of learning technologies, but are 

exploring ways of using mobile learning to support flexible working patterns. 

3.1 BUILDING SKILLS 

While mid-sized ōǳǎƛƴŜǎǎŜǎ ŀǊŜ ǳƴŘŜǊǇŜǊŦƻǊƳƛƴƎ ƛƴ ǘŜǊƳǎ ƻŦ ΨŜ-

ŜƴŀōƭƛƴƎΩ ǎƪƛƭƭǎ development, this does not mean that they do 

not recognise the importance of skills or shy away from offering 

training opportunities. Within the last 12 months, mid-sized 

businesses have actually exceeded the scores of top learning 

organisations when it comes to delivering skills development 

opportunities in the following areas: 

 Leadership and management skills 

 Induction 

 Health and safety 

 Industry specific regulatory requirements 

 Customer handling/service 

 Organisation specific skills  

 Internal systems and processes 

 

While it is reassuring to see that these businesses recognise the critical nature of these skills to their 

business and this comparative high performance is good news for their future, the current indications are 

that it is not delivering the results that they need. It may be that some of the investment that is being made 

ƛƴ ƻŦŦŜǊƛƴƎ ǊŜƎǳƭŀǊ ǎƪƛƭƭǎ ŘŜǾŜƭƻǇƳŜƴǘ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ǘƻ ǎǘŀŦŦ ŎƻǳƭŘ ōŜ ōŜǘǘŜǊ ǊŜŘƛǊŜŎǘŜŘ ǘƻǿŀǊŘǎ ΨŜ-ŜƴŀōƭƛƴƎΩ 

skills to bring them closer to the TM Benchmark in this area. 

 

A full list of skills offered and e-enabled can be found in Appendix 5. 

TOP 10 SKILLS OFFERED 

99% induction 

96% internal systems and processes 

92% industry specific 

91% health and safety 

91% general IT user skills 

90% organisation specific 

88% communications/interpersonal skills 

87% team working/working with others 

87% customer handling 

85% project management 
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Figure 2 E-enabled skills for the mid-sized businesses 

 

 

3.2 UNDERPINNING TECHNOLOGIES IN MID-SIZED BUSINESSES 

Mid-sized businesses, compared with the TM sample average, are less likely to use most forms of 

technologies to support content. The only exceptions are ΨƻŦŦ-the-ǎƘŜƭŦΩ Ŝ-learning objects (70% are using 

them in mid-sized businesses vs. 67% on average) and job aids such as pdf checklists and infographics (71% 

vs. 66%). In these areas, mid-sized businesses buck the trend and come close to the extensive use of 

technology-enabled learning seen in the top learning organisations. 

Compared to the sample average, the areas where mid-sized businesses score particularly low are: 

 E-learning objects ς made externally (40% are using them in mid-sized businesses vs. 64% on 

average) 

 E-learning objects ς custom made in-house (51% vs. 75%) 

 User generated content ς user directed (20% vs. 29%) 

 Video content ς best practice within our organisation (43% vs. 60%) 

 User-generated content ς tutor directed (25% vs. 34%) 

 Blogs by tutors or learners (25% vs. 34%) 

 Online books (38% vs. 51%) 



  

© Towards Maturity CIC Ltd. 2015   Page | 18 

The low use of these tools highlights a key area for 

improvement among mid-sized businesses, particularly when 

considering that the use of these technologies by top learning 

organisations is above average across the board.  

Further information on current technology usage is given in 

Appendix 6. 

3.2.1 SUPPORTING FLEXIBLE WORKING PATTERNS 

An important theme in thƛǎ ȅŜŀǊΩǎ Towards Maturity 

Benchmark Report is the importance of providing new 

learning approaches to support new flexible working patterns 

that have been driven by a more mobile workforce. Despite 

the fact that L&D in mid-sized businesses have to provide 

more flexible access to learning opportunities to staff in 

multiple locations, few are using the technologies that can 

truly support anytime, anywhere learning. For example, mid-

sized businesses as a whole are considerably less likely to be using cloud-based content (e.g. Google Docs) 

(22% vs. 32% on average).  

While 45% organisations with 250-999 staff are more likely than the average (42%) to provide mobile 

devices to their staff, and considerably more than the 38% of top learning organisations who offer this, they 

are less likely overall to be investing in mobile-enabled content:  

 Only 29% specifically enable content for mobile devices (vs. 40% on average). 

 Only 22% are using mobile app development tools, e.g. Gomo, LineStream (vs. 39%). 

 Only 7% are developing content that is platform-independent e.g. in HTML5 (vs. 18%). 

 

In the next three sections, we look at the characteristics of top learning organisations within each 

work stream of the Towards Maturity Model.  

TOP 10 TECHNOLOGIES USED 

83% e-learning objects 

78% surveys and questionnaires 

71% job aids/checklists 

62% virtual meetings 

60% learning communities/communities of 
practice 

60% enterprise-wide information services 
(e.g. SharePoint) 

59% online assessment 

55% open education resources (free to use) 

53% best practice videos 

50% external social networks (such as 
LinkedIn, Twitter) 
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4 LESSONS FROM TOP LEARNING ORGANISATIONS: ALIGNING TO NEED 
 

Top learning organisations align their learning to business and strategic goals. They gather 

feedback from learners and their managers to help measure programme effectiveness, and 

demonstrate and communicate the value of their programmes back to the business. 

Currently, mid-sized businesses invest 13% of their L&D budget in learning technologies, compared to 19% 

across the sample average. This would need to double to meet the TM Benchmark set by the top learning 

organisations.  

4.1 ALIGNMENT 

How are mid-sized businesses, with 250-99 employees, responding to the following in order to become top 

learning organisations? 

4.1.1 DEFINING NEED 

The Defining Need work stream within the model highlights that top learning 

organisations are more likely to be proactive in understanding and supporting 

both tactical and strategic organisational goals. This is an area in which most 

are very strong. In this study, we see that this is also an area of relative 

strength within many mid-sized businesses. Their scores are on a par with the overall sample in the 

following areas: 

 If something is important to the business, learning interventions will be resourced and managed 

correctly (57% of mid-sized businesses vs. 55% for the sample average) 

 L&D team activity is fully aligned with the strategic goals of the organisation (56% vs. 56%) 

 hǳǊ ǇŜƻǇƭŜ ǳƴŘŜǊǎǘŀƴŘ Ƙƻǿ ǘƘŜƛǊ ǿƻǊƪ ƛǎ ƭƛƴƪŜŘ ǘƻ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ ǇŜǊŦƻǊƳŀƴŎŜ όпс҈ ǾǎΦ пс҈ύ 

 Everyone on the L&D team understands the strategy, plans and priorities of the business (55% vs. 

56%) 

 Our organisation assigns board level accountability for organisational learning (38% vs. 39%) 

When it comes to delivering a technology-enabled learning strategy, this step is crucial. The ability to align 

learning to the business ς and in return, to see business support and resource learning ς is critical in 

establishing a learning function of the future. These results suggest that mid-sized businesses have the 

foundations in place to deliver far more than they are currently achieving.  

Ultimately, however, L&D must deliver successfully to the business. Only 40% of mid-sized businesses 

report that they are delivering learning initiatives in time to meet the needs of the business. The top 

learning organisations say that they are twice as likely to deliver this. Our data suggests that taking a 

partnership approach with senior management to identify specific business metrics/KPIs that they want to 

improve through learning is a key tactic that mid-sized businesses should take to help address this issue. 

Only 29% of mid-sized businesses say they are currently doing this, compared with 73% of top learning 

organisations. 
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Mid-sized businesses could also learn from many of the other tactics employed by the top learning 

organisations to secure buy-in at the highest levels within the organisation: 

 Business leaders recognise that our learning interventions are aligned with the overall business 

plan (31% of mid-sized businesses vs. 78% of top learning organisations) 

 Our organisation assigns board level accountability for organisational learning (38% vs. 59%) 

 We analyse the business problem before recommending a solution (49% vs. 89%) 

 Our learning initiatives support the skills the business needs (56% vs. 90%) 

 

4.1.2 DEMONSTRATING VALUE 

Top learning organisations are also defined by the way that they Demonstrate 

Value to the business. They not only align with business goals but also continue 

this engagement across the business by gathering feedback, measuring 

effectiveness and communicating their successes to stakeholders. 

In this area, organisations with 250-999 employees are more likely to agree that they encourage peer-to-

peer feedback about the impact of learning (49% vs. 45% on average) and that they provide learners with 

real-time feedback on progress (32% vs. 31%). However, mid-sized businesses are not so good at 

accounting for their L&D spend or analysing areas for improvement. For example, compared with the 

benchmark set by the top learning organisations, only half as many mid-sized organisations agree that they: 

 Know the opportunity cost of the various ways our learners learn (10% vs. 42% of top learning 

organisations) 

 Use learner analytics to improve the service we deliver (15% vs. 54% of top learning organisations) 

 Actively use benchmarking as a performance improvement tool (13% vs. 35% of top learning 

organisations) 

While just over half (51%) of the mid-sized businesses say that their senior managers expect them to record 

and report on course completions, only 20% regularly communicate e-learning successes to senior 

management ς something that 70% of top learning organisations say they do.  

 

Read the case study overleaf to see how Kallidus helped a mid-sized leading UK insurance company 

increase learning compliance by 28% to 90% and improve visibility of management information.  
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CASE STUDY: MANAGING COMPLIANCE IN A UK INSURANCE COMPANY 
 

THE CHALLENGE 

With the insurance marketplace more regulated and competitive than ever, learning and development is 

critical for improving business performance and success. This mid-sized specialist insurance provider 

needed to improve the visibility of management information, streamline training resources, improve 

compliance and empower learners and leaders to manage development with easy-to-access, personalised 

learning. 

THE SOLUTION 

The organisations of over 800 employees now have access to an integrated learning and performance 

management system to provide a one stop-shop for learning and development. It has enabled the 

organisation to centralise its training resources and budgets, link behavioural competency frameworks with 

training and professional CPD, streamline administration and deliver a more personalised and blended 

approach to learning. 

The organisation is working towards embedding a new culture where people take ownership for their own 

development and are able to access the tools they need in one click to improve their knowledge, skills and 

performance. 

Technology has also been used to seamlessly integrate the learning programme with regular performance 

reviews, ensuring the organisation can provide value across the organisation and inform strategic decision-

making.  

KEY RESULTS 

 Proven compliance has increased by 28% and is now averaging 90% across the business.  

 Thanks to the visibility and quality of management information, the insurance provider now has the 

power to track and direct vital training resources to where they are needed most, making L&D 

investments smarter and more accountable. 

 

ά²Ŝ ŀǊŜ ƴƻǿ ŘŜƭƛǾŜǊƛƴƎ ƳƻǊŜ Ŝ-learning than classroom training which has enabled 

us to achieve significant costs savings, in addition to improving our compliance rates 

by 28%. The feedback for e-learning has been very positive and we are now much 

better placed to engage employees through a more blŜƴŘŜŘ ŀǇǇǊƻŀŎƘ ǘƻ ƭŜŀǊƴƛƴƎΦέ  

Learning & Organisational Development Officer 

 

Note: This organisation worked with Kallidus to integrate their LMS and Performance systems to deliver results 
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5 LESSONS FROM TOP LEARNING ORGANISATIONS: CONTEXT AND CULTURE  
 

Top learning organisations are proactive in understanding the factors influencing learner 

motivation and provide their learners with appropriate and relevant choices for work and personal 

learning and development. They also take steps to embed learning as part of the everyday work 

culture, supporting talent management and individual performance.  

5.1 LEARNER CONTEXT 

The second work stream in the Towards Maturity Model is Learner Context 

with top learning organisations more likely to be proactive in understanding 

learner motivation and providing choice. For those going beyond compliance 

ǘǊŀƛƴƛƴƎ ŀƴŘ ƻǘƘŜǊ ΨŜǎǎŜƴǘƛŀƭΩ ōǳǎƛƴŜǎǎ ƻǊ ƛƴŘǳǎǘǊȅ-specific courses, technology 

can widen the choice available to learners and significantly improve learner motivation.  

This is an area where mid-sized businesses can learn from others. Currently they score lower in almost 

every aspect of this that we investigated. In particular, they are less likely to agree that: 

¶ Individuals use learning technologies as a means of proving competency for their job (13% vs. 

sample average of 28%) 

¶ Learning technologies support learners in gaining business related qualifications (14% vs. 28%) 

¶ We support career aspirations (or personal job goals) with technology enabled learning (21% vs. 

29%, rising to 66% of top learning organisations) 

They are, however, more likely to say that individuals are rewarded or given some recognition for their 

achievement (32% vs. 25% on average), an important consideration to support learner motivation. 

5.2 WORK CONTEXT  

The Work Context work stream of the Towards Maturity Model considers how 

the more mature organisations integrate learning into the wider working 

environment. This involves understanding and even influencing the IT 

environment, management culture and talent management programmes. 

While organisations with 250-999 employees are more likely to say that they have good links/relationships 

with their IT departments (49% vs. the sample average of 46%), it could be that that expectations for 

partnership working is low. For example, only 12% of L&D professionals from mid-sized businesses say that 

they ƛƴŦƭǳŜƴŎŜ ǘƘŜƛǊ ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ ǎƻŎƛŀƭ ƳŜŘƛŀ ǇƻƭƛŎȅ όŎƻƳǇŀǊŜŘ ǿƛǘƘ нм҈ on average and 44% of top 

learning organisations). 

The responses from mid-sized businesses suggest that they have yet to develop a strong learning culture. 

While a relatively high proportion (23% vs. 20% of the sample average) say that their organisation 

encourages and provides time for reflection, only 40% say that their organisation welcomes innovation and 

contributions from their workers (compared with 52% of the overall sample and 83% of the top learning 

organisations). 
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6 LESSONS FROM TOP LEARNING ORGANISATIONS: BUILDING L&D SKILLS  
 

Top learning organisations understand the essential skills their learning professionals need to 

embed use of learning technologies into learning design and transfer, facilitating collaboration and 

supporting learner performance. 

6.1 BUILDING CAPABILITY 

Maintaining and developing the skills of the L&D function is critical to future 

success. The Building Capability work stream in the Towards Maturity model 

highlights the critical importance of building the skills and confidence of L&D 

professionals who are supporting workplace learning and performance. 

When it comes to working with external providers, our data shows that the L&D function within mid-sized 

businesses recognise that they have significant development needs. Only 37% say that they understand the 

critical questions that they need to ask of external providers. While the average score for the sample is a 

relatively low 49%, 80% of the top learning organisations are confident in this regard. This is a crucial area 

for development and something that external providers should note. A true partnership approach will be 

required to bring this latent marketplace of mid-sized businesses into the fold.  

Auditing current skills gaps amongst L&D staff undoubtedly provide key insight into further development 

needs to support strategic goals. However, this is something that currently only 20% of mid-sized 

businesses say that they do, whereas 50% of top learning organisations take this approach.  
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6.2 DESIGNING LEARNING 

Mid-sized businesses may benefit from embracing some of the techniques that are used by top performing 

organisations to design innovative learning solutions. The majority of top learning organisations are utilising 

a range of design techniques that are not yet widespread in mid-sized businesses: 

 
2014 Sample 

Average 
Mid-Sized 
Businesses 

Top Learning 
Organisations 

Our approach is shaped by models that support 
learning directly in the flow of work 

42% 38% 69% 

We formalise our approach to working with internal 
subject matter experts 

46% 32% 73% 

E-learning courses in our organisation are always part 
of a broad mix of approaches 

37% 27% 64% 

We use video, audio, images and animation 
appropriately as well as text in our e-learning courses 

48% 42% 83% 

We blend our use of several different learning 
technologies (from social media for collaboration to 
content delivery) 

21% 11% 56% 

Where appropriate we provide micro-content (i.e. 
under 10 minutes) 

30% 22% 56% 

We use online assessment to help prove compliance 50% 38% 70% 

6.3 SUPPORTING PERFORMANCE AND FACILITATING COLLABORATION 

The ability of L&D teams to help staff learn by supporting performance and encouraging collaboration is 

one of the aspects embedded within the Building Capability work stream of the Towards Maturity Model. 

Most mid-sized businesses, along with the rest of the 2014 sample, are failing to understand the support 

systems available to their staff (e.g. helpdesk, peer support, manager support). Conversely, 81% of the top 

performing organisations say that they do understand these support systems.  

This relative lack of understanding amongst mid-sized organisations has an inevitable knock-on effect in 

terms of usage. Only 10% of mid-sized organisations (vs. 21% of the sample average) say that they use 

available support systems to promote self-reliance, not a culture of dependency. Top learning organisations 

are five times more likely to say they now do this.  

A healthy 62% of L&D staff within organisations with 250-ффф ŜƳǇƭƻȅŜŜǎ ŎƻƴǎƛŘŜǊ ǘƘŜ ΨŎƻǳǊǎŜΩ ŀǎ ƻƴƭȅ ƻƴŜ 

of many options for building skills and improving performance (compared to 78% within top learning 

organisations); however, this is yet to be reflected in their use of technology-enabled learning. Of those 

organisations with 250-999 staff, only 11% blend their use of several different learning technologies (from 

social media for collaboration to content delivery). This compares against an average score of 21%, with the 

TM Benchmark set at 56%. 
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Figure 3 Supporting learning in the workflow 

 
 

When it comes to supporting performance, top learning organisations are significantly more likely to 

implement a range of support strategies for their learners.  

It is worth noting that while mid-sized businesses are good at providing learners with real-time feedback on 

performance and encouraging and providing time for reflection, they are not generally encouraging 

learners to keep reflective learning logs (11% vs. 19% on average). Although this has yet to be integrated 

into the practices of the majority of top learning organisations, a significant minority of 41% say they now 

do this. 

6.4 ENGAGING STAKEHOLDERS 

Another key work stream of the TM model is Ensuring Engagement, with top 

learning organisations more likely to be managing change and engaging 

stakeholders. 

As discussed earlier in this report, there are significant weaknesses amongst mid-sized businesses when it 

comes to stakeholder engagement. Perhaps most notably, they are failing to empower individual learners 

to facilitate their own learning. Only 17% involve users in the design of the most appropriate learning 

approach. Although the majority of 2014 were also falling short on this, 64% of the top learning 

organisations say that this is something they do.  
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There are other signs of disempowered learners in other responses: 
 

 Learners have the confidence to manage their own development (11% vs. 18% on average) 

 Individuals are encouraged to organise their own personal learning strategies (29% vs. 35%) 

 Learners engage in e-learning courses without prompting (12% vs. 16%) 

 Staff in our organisation understand how to identify the right information appropriate for their job 

(19% vs. 27%) 

 Staff engage with professional self-development without prompting (12% vs. 19%) 

In each of these areas, top learning organisations are, on average, at least twice as likely to be achieving 

these outcomes as the mid-sized businesses in our sample. However, learner engagement is an area in 

which even the top performing organisations do not routinely gain high scores. It is the engagement of the 

senior management team όǊŜŦƭŜŎǘŜŘ ƛƴ ǘƘŜ Ψ5ŜŦƛƴƛƴƎ ƴŜŜŘΩ ǎŜŎǘƛƻƴ ƻŦ ǘƘŜ ¢a ŦǊŀƳŜǿƻǊƪύ where their 

success is more apparent.  

6.4.1 M ISSING A TRICK WITH FORMAL LEARNING 

Unlike the top learning organisations, mid-sized businesses are not good at integrating online learning 

opportunities with classroom-based training. Only 14% agreed that face-to-face training actively builds on 

knowledge gained through e-learning courses (vs. 28% on average). 64% of the top learning organisations 

take this approach. 

Unsurprisingly, then, only 14% involve classroom trainers in engaging learners with technology-enabled 

programmes. This is only half the average score (of 28%) for all respondents. 
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7 CONCLUSIONS: BECOMING A 21ST CENTURY LEARNING DEPARTMENT 
 

The first step for mid-sized businesses to raise their game is to define their key business needs. While the 

data suggests that the L&D function within mid-sized businesses have the strategic understanding and the 

required budget available to them, they need to get far better at working in partnership with the senior 

management team.  

Ultimately L&D, as with any other business function, will be judged on the difference they make to the 

business. To deliver outcomes, they need to build their credibility within the business. On a practical level, 

they need to ensure that the L&D they deliver meets business needs and are recognised to be doing so. 

Mid-sized businesses need to get better at analysing business problems before recommending a solution 

and they need to get better at delivering the right skills interventions at the right time. A genuine 

partnership approach with the rest of the business is needed to ensure that key skills gaps are identified 

and effectively addressed. 

L&D leaders today recognise learning technology as a key driver for building performance, supporting 

continuous learning, building talent, and engaging learners. Organisations with 250-999 staff are falling well 

short of the TM Benchmark, set by the top learning organisations, in their use of technology-enabled 

learning.  

There is a need to increase the range as well as the extent of learning technologies used by mid-sized 

businesses, such as using social media for collaboration. Mid-sized businesses should also ensure that a 

blended use of technology-enabled learning is integrated into the more traditional methods that they 

already utilise. For example, our data shows that the majority of top learning organisations integrate 

learning technologies into their face-to-face training and use this face-to-face approach to build on 

knowledge gained through e-learning courses. This is something that very few mid-sized businesses say 

they do. 

Our research has revealed a number of practical barriers that are preventing mid-sized businesses from 

meeting their L&D needs. Notably, it appears that this group are struggling to find (or adapt) e-learning that 

meets their needs. E-learning providers should take note of this untapped market. However, it is also 

apparent that L&D professionals within these organisations are yet to develop the skills necessary to work 

with external technology providers. Our data suggests that there is a need to develop the procurement 

confidence of L&D staff to ensure that they can take full advantage of the external providerΩs expertise and 

serviceΦ ¢ƘŜǊŜ ƛǎ ǿƻǊƪ ǘƻ ōŜ ŘƻƴŜ ǘƻ ŜƴǎǳǊŜ ǘƘŀǘ ǘƘŜȅ ōŜŎƻƳŜ ΨǎŀǾǾȅ ōǳȅŜǊǎΩ ƻŦ ǘŜŎƘƴƻƭƻƎȅ-enabled 

learning. 

Finally, our data suggests that L&D within mid-sized businesses require high levels of change management 

skills. It seems that these mid-sized organisations are facing considerable opposition to change by both staff 

and managers. Moreover, it is clear that these businesses need to make radical changes to their L&D 

approach. Leadership, change management and stakeholder engagement will be essential to optimise their 

L&D offering, helping them meet and exceed the TM Benchmark and deliver long-term sustainability and 

success.  
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APPENDIX 1. OVERVIEW OF TOWARDS MATURITY MODEL 
 

E-learning maturity does not necessarily relate 

to organisation size or to the length of time 

that they have been using learning 

technologies. However, we have found over 

the years that those that have embedded 

learning technologies and integrated learning 

into every aspect of their business are realising 

the greatest benefits - and 2014 was no 

exception.  

In past studies we have analysed the 

implementation activity of the more mature 

organisations and grouped their behaviours 

into six work streams that we describe in the Towards Maturity Model.  

These six work streams of effective practice are at the heart of the Towards Maturity Index. 

The Towards Maturity Index (TMI) is the single index figure from 1 ς 100 that each participant in the 2014 

study received to benchmark the maturity of their implementation of learning technologies against the six 

work streams of the Towards Maturity model.  

The behaviours in the work streams are reviewed annually with industry subject experts and practitioners. 

The TMI is not directly comparable year on year as the performance/implementation questions are 

changed slightly each year to reflect the latest thinking. 

Over 1,500 organisations have received their TMI since its introduction in 2010. It is increasingly apparent 

that those in the top quartile of the TMI are not only achieving significantly higher impact than average but 

are much more likely to be working proactively to improve their implementation and integrate their 

learning activities into the workplace. 

Top quartile learning organisations both exhibit and help us to define what we understand by effective 

practice. Organisations in all sectors and of all sizes fall into this top quartile and throughout this report we 

have included observations from top quartile learning organisations. More detailed case studies of Top 

Learning Organisations can be found at: www.towardsmaturity.org/tag/top -quartile-learning-

organisations/ 

In this report, we consider two types of Towards Maturity Benchmark to support performance 

improvement: 

¶ Performance Benchmarks ς for efficiency and business improvement Key Performance Indicators, 

the Towards Maturity Benchmark is set as the average level attained by the top 25% of the TMI 

sample over the last three years. 

http://www.towardsmaturity.org/tag/top-quartile-learning-organisations/
http://www.towardsmaturity.org/tag/top-quartile-learning-organisations/
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¶ Effective Practice Benchmarks ς the Towards Maturity Benchmark is set at the level exceeded by 

the top 25% of the TMI sample each year. 

Now, with ten years of TMI Benchmarking data from over 4,000 unique organisations, the reliability of the 

Towards Maturity Benchmark is established in the UK and across the world, and many organisations are 

using the Towards Maturity model to help inform them how to get the best results with learning 

technologies. 

Towards Maturity 

Model work stream7 

Top performing organisations, mature in their use of learning technologies, 

are increasingly likely to: 

 

Align implementation with strategic and tactical needs of the organisation. Strategic 

alignment supports long term organisational goals with clearly defined vision 

(endorsed by business leaders) which is flexible enough to shift with changing 

business priorities. Business alignment ensures relevance, delivering short term 

results. 

 

Provide staff with the confidence, motivation and opportunity to learn in a way that 

suits them best. They consider choices for their staff (in terms of control, access and 

information available to them) as well as addressing issues of motivation (such as 

recognition, career development and supporting work life balance). 

 

Maximise opportunities to integrate learning into the wider working context. They 

consider technical environment (IT relationships and infrastructure), work culture 

(line management and workplace performance culture) and talent management 

(proactively supporting the wider talent strategy).  

 

Build the skills and confidence of the L&D professionals who are supporting 

workplace learning and performance. This includes understanding current skills and 

attitudes (L&D essentials), designing learning, transferring learning, supporting 

performance and facilitating collaboration. 

 

Focus on change management and marketing activities to engage influential 

stakeholders. Implementing change effectively within the business includes involving 

leaders for top down support, engaging trainers providing critical integration with the 

classroom and empowering individuals to create engaged and confident learners. 

 

Understand and highlight business impact by gathering feedback, measuring 

effectiveness in terms of business metrics and communicating benefits back to key 

stakeholders. 

 

                                                           
7 For a more in-depth article on the Towards Maturity model ς see Impact, the journal of applied research in workplace e-learning at: 
http://www.towardsmaturity.org/article/2010/01/15/impact -journal-applied-research-workplace-e-learni/ 

 

The Towards Maturity Index is a single benchmark of implementation maturity 
across the Towards Maturity Model. Improving the TM Index will help 
organisations improve adoption and overall performance. 

http://www.towardsmaturity.org/article/2010/01/15/impact-journal-applied-research-workplace-e-learni/
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APPENDIX 2. KEY PERFORMANCE INDICATORS 
 

These KPIs relate to business impact (ability to implement change faster, productivity and ultimate 

customer satisfaction), staff impact (linked to staff engagement, qualifications and time to competency), 

and efficiency (linked to cashable savings and time savings). For a full discussion of the Towards Maturity 

Benchmarks, please refer to Section 3 in the 2014 Towards Maturity Benchmark report: Modernising 

Learning: Delivering Results. 

 

Green shading indicates exceeding benchmark value. 

Impact Indicators 
Mid-Sized 
Businesses 

2014 Sample 
Average 

TM 
Benchmark 

Value8 

Business Impact Indicators  
  

Our ability to change procedures or products has improved by: 18% 24% 23% 

Our measure of customer satisfaction has improved by: 10% 18% 17% 

Our ability to speed up the rollout of new  
IT applications has improved by: 

15% 25% 26% 

Learning interventions have increased  
organisational productivity by: 

9% 15% 14% 

Learning interventions have increased organisational revenue by: 4% 11% 10% 

Staff Impact Indicators    

Our measure of staff satisfaction/engagement has improved by: 11% 17% 17% 

Time to competency has reduced by: 12% 12% 12% 

Qualifications gained by staff have increased by: 6% 15% 17% 

Staff turnover reduced by: 7% 9% 9% 

Efficiency Indicators    

Cost saved: 12% 17% 17% 

Increase in volume of training: 27% 23% 21% 

Reduction in delivery time: 23% 23% 22% 

Reduction in study time: 19% 19% 20% 

 

  

                                                           
8 Key Performance Indicator Benchmark scores are based on 3-year rolling averages from 2012 to 2014 to smooth out year-on-year 
variation 

http://towardsmaturity.org/2014benchmark
http://towardsmaturity.org/2014benchmark
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The following benchmarks are take-up indicators to compare adoption of learning technologies within the 

industry. 

 

 

                                                           
9 TMI Top quartile average value for 2014 

Technology Take-Up Indicators 
Mid-sized 
businesses 

2014 sample 
average 

TM Benchmark 
Value9 

% Using technology-enabled learning  
for non-compliance training 

23% 33% 52% 

% Using technology-enabled learning  
for compliance-related training 

51% 59% 64% 

% Formal learning e-enabled 19% 29% 43% 

Completion rate for compliance-related training 61% 70% 77% 
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APPENDIX 3. IMPLEMENTATION PRACTICE BENCHMARKS 
 

The Towards Maturity Index (TMI) provides a benchmark measurement of e-learning implementation 

practice across the six work streams of good practice within the Towards Maturity Model. The TMI is 

calculated from answers to all of the statements in the implementation section of the Towards Maturity 

Benchmark (individuals can compare their own ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ ǇǊŀŎǘƛŎŜ ǳǎƛƴƎ ǘƘŜ Towards Maturity 

Benchmark Centre under My Review, Accelerating Performance).  

High values for the Towards Maturity Index are independently correlated with high values for the Key 

Performance Indicators.  

 

Towards Maturity Index 
The score is out of 100 

Mid-Sized 
Businesses 

2014 Sample 
Average 

TM Benchmark 
Value10 

Towards Maturity Index (TMI) 41.43 48.02 59.59 

 

 

Towards Maturity Model Work stream 
Each score is out of 9 

Mid-Sized 
Businesses 

2014 Sample 
Average 

TM Benchmark 
Value 

Defining Need 5.87 6.04 7.08 

Learner Context 4.61 5.12 6.30 

Work Context 4.73 4.99 6.00 

Building Capability 4.03 4.62 5.65 

Ensuring Engagement 4.35 4.99 6.07 

Demonstrating Value 3.87 4.34 5.36 

 

                                                           
10 Top quartile boundary 

http://towardsmaturity.org/static/towards-maturity-index/
http://towardsmaturity.org/mybenchmark
http://towardsmaturity.org/mybenchmark
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Towards Maturity Action Area 
Each score is out of 9 

Mid-Sized 
Businesses 

2014 Sample 
Average 

TM Benchmark 
Value 

Strategic alignment 5.81 5.98 7.20 

Business alignment 5.93 6.11 7.17 

Individual choices 5.37 5.78 7.00 

Individual motivation 3.85 4.45 5.80 

Technical environment 4.61 5.01 6.20 

Talent management 4.16 4.49 5.80 

Work culture 5.37 5.47 6.60 

L&D Essentials 4.28 4.88 6.50 

Designing learning 4.50 5.12 6.33 

Transferring learning 3.29 4.12 5.40 

Supporting performance 4.45 4.72 5.83 

Facilitating collaboration 3.69 4.19 5.33 

Empowering individuals 4.24 4.75 6.00 

Engaging trainers 3.68 4.64 6.20 

Involving leaders 4.70 5.13 6.29 

Implementing change 4.78 5.39 6.60 

Gathering feedback 4.47 4.66 6.25 

Measuring effectiveness 3.50 3.93 5.17 

Communicating benefits 3.63 4.39 5.67 



  

© Towards Maturity CIC Ltd. 2015   Page | 34 

APPENDIX 4. DRIVERS AND BENEFITS 
 

To assess key business drivers and benefits, participants were asked: ά²Ƙŀǘ ŀǊŜ ǘƘŜ ōŜƴŜŦƛǘǎ ȅƻǳǊ 

ƻǊƎŀƴƛǎŀǘƛƻƴ ƛǎ ŀŎƘƛŜǾƛƴƎ ǊŜƭŀǘƛƴƎ ǘƻ ǘƘŜ ōǳǎƛƴŜǎǎ ŀƴŘ ƛǘǎ ǇŜƻǇƭŜΚέ Responses were: ά¢his is not relevant to 

ǳǎέΤ ά¢Ƙƛǎ ƛǎ ŀ ōŜƴŜŦƛǘ ǿŜ ǿŀƴǘ ōǳǘ ƘŀǾŜ ƴƻǘ ȅŜǘ ŀŎƘƛŜǾŜŘέΤ ά¢Ƙƛǎ ƛǎ ŀ ōŜƴŜŦƛǘ ǿŜ ǿŀƴǘ ŀƴŘ ƘŀǾŜ ŀŎƘƛŜǾŜŘΦέ  

For a full discussion of the drivers for implementation of technology-enabled learning, please refer to 

Section 2.1 in the 2014 Towards Maturity Benchmark report: Modernising Learning: Delivering Results. 

Note that whilst top learning organisations do not always exceed the average for the percentage seeking 

each benefit, they are more likely to be achieving the benefits they seek.  

DRIVERS 

Top Business Drivers 
Cited by over 90% of respondents  

Mid-Sized 
Businesses 

2014 Sample 
Average 

Top Learning 
Organisations 

Average 

Improve induction process 94% 91% 86% 

Increase learning access and flexibility 97% 96% 100% 

Increase ability to adapt programme to individual need/context 96% 90% 94% 

Develop a better qualified workforce 94% 90% 93% 

Comply with new regulations and legal requirements 85% 85% 89% 

Help implement new processes or new products 87% 89% 90% 

Increase on the job productivity 89% 90% 93% 

Improve customer satisfaction 90% 88% 89% 

Improve staff retention 85% 81% 84% 

Help implement new IT systems 75% 75% 80% 

Support organisational change 98% 93% 90% 

Inform customers/suppliers of new products/services 51% 55% 66% 

Engage new types of learners 85% 85% 88% 

Provide a faster response to changing business conditions 88% 91% 91% 

Speed up and improve the application of learning in workplace 97% 93% 95% 

Reduce time to competence 94% 91% 90% 

Increase the ongoing sharing of good practice 95% 95% 98% 

Push updated information to employees at the point of need 86% 87% 94% 

Improve talent/performance management 97% 93% 96% 

Improve employee engagement with learning 92% 90% 91% 

Improve effectiveness of face-to-face learning 86% 83% 85% 

Improve staff motivation 89% 83% 80% 

Extend learning to remote workers 74% 74% 84% 
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Training Efficiency Drivers 
Cited by over 90% of respondents 

Mid-Sized 
Businesses 

2014 Sample 
Average 

Top Learning 
Organisations 

Average 

Improve management and administration  
of learning at work 

97% 94% 95% 

Improve monitoring of impact measures 95% 94% 94% 

Improve the quality of learning delivered 98% 96% 95% 

Achieve greater consistency of learning experience 95% 94% 98% 

Increase volume of learning - reaching more people 91% 89% 93% 

Reduce training costs 86% 85% 90% 

Reduce time away from the job 89% 87% 84% 

Deliver greater value for money 98% 93% 90% 

 

BENEFITS 

For a full discussion of the benefits of implementation of technology-enabled learning, please refer to 

Section 2.4 in the 2014 Towards Maturity Benchmark report: Modernising Learning: Delivering Results. 

Business Benefits 

% of those seeking each benefit that achieved it 

Mid-Sized 
Businesses 

2014 Sample 
Average 

Top Learning 
Organisations 

Average 

Improve induction process 25% 34% 57% 

Increase learning access and flexibility 32% 35% 61% 

Increase ability to adapt programme to individual need/context 16% 22% 44% 

Develop a better qualified workforce 26% 33% 46% 

Comply with new regulations and legal requirements 65% 67% 72% 

Help implement new processes or new products 36% 44% 65% 

Increase on the job productivity 22% 28% 55% 

Improve customer satisfaction 29% 33% 59% 

Improve staff retention 26% 24% 40% 

Help implement new IT systems 33% 42% 66% 

Support organisational change 23% 32% 58% 

Inform customers/suppliers of new products/services 38% 40% 57% 

Engage new types of learners 13% 24% 46% 

Provide a faster response to changing business conditions 9% 24% 52% 

Speed up and improve the application of learning in workplace 11% 21% 51% 

Reduce time to competence 13% 22% 44% 

Increase the ongoing sharing of good practice 15% 24% 45% 
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Push updated information to employees at the point of need 28% 26% 55% 

Improve talent/performance management 14% 21% 35% 

Improve employee engagement with learning 14% 23% 45% 

Improve effectiveness of face-to-face learning 46% 46% 66% 

Improve staff motivation 17% 24% 55% 

Extend learning to remote workers 33% 39% 67% 

 

Training efficiency benefits 
% of those seeking each benefit that achieved it 

Mid-Sized 
Businesses 

2014 Sample 
Average 

Top Learning 
Organisations 

Average 

Improve management and administration of learning at work 24% 32% 45% 

Improve monitoring of impact measures 10% 18% 32% 

Improve the quality of learning delivered 35% 40% 68% 

Achieve greater consistency of learning experience 25% 32% 56% 

Increase volume of learning - reaching more people 34% 40% 62% 

Reduce training costs 34% 38% 58% 

Reduce time away from the job 21% 33% 57% 

Deliver greater value for money 22% 29% 54% 

 

General Benefits 
% of sample that strongly agree with each statement 

Mid-Sized 
Businesses 

2014 Sample 
Average 

Top Learning 
Organisations 

Average 

Learners put what they learn into practice quickly. 20% 25% 53% 

Learners recommend e-learning to colleagues  
to improve job performance 

10% 18% 35% 

E-learning has made a significant contribution  
to increasing our revenue 

6% 21% 42% 

E-learning has contributed to improvements  
in productivity across the organisation 

11% 24% 56% 

We have noticed positive changes in staff behaviour 16% 21% 58% 

Managers agree that e-learning delivers  
additional business benefit 

22% 32% 61% 

We have increased the proportion of staff  
who are now on learning programmes 

38% 41% 64% 

Staff can access learning directly relevant to their job 39% 47% 73% 

Learners can determine their own path  
through a programme of learning 

30% 29% 56% 
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APPENDIX 5. SKILLS 
 

A full discussion of the Towards Maturity Benchmark Research linked to skills and talent can be found in 

Section 2.3.1 in the 2014 Towards Maturity Benchmark report: Modernising Learning: Delivering Results. 

Compared to average, top learning organisations are more likely to: 

¶ Enable more skills ς ƛƴŎƭǳŘƛƴƎ ΨǎƻŦǘΩ ǎƪƛƭƭǎ ς with technology 

¶ Support personal job aspirations and career goals with technology-enabled learning 

¶ Allow staff access to a broad range of non-job-related learning 

¶ Use performance support practices to support learning transfer after formal training 
 

 Green shading indicates the sector exceeds the average of top learning organisations. 

Skill 
Percentage that have offered each skill in the previous 12 months 

Mid-Sized 
Businesses 

2014 Sample 
Average 

Top Learning 
Organisations 

Average 

Leadership and management skills 92% 95% 91% 

Induction 99% 90% 90% 

Health and safety 91% 88% 88% 

General IT and web user skills 91% 88% 95% 

Team working/working with others 87% 91% 96% 

Communication/interpersonal skills 88% 90% 94% 

Industry specific regulatory requirements 92% 83% 86% 

Customer handling/service 87% 67% 77% 

Sales and marketing 63% 91% 92% 

Organisation specific skills (not listed elsewhere) 90% 39% 54% 

Foreign language skills 28% 49% 56% 

Basic skills (literacy, numeracy, English as a 2nd Language) 45% 73% 80% 

IT professional skills 77% 77% 91% 

Problem solving 69% 78% 90% 

Improving own learning and performance (L&D skills) 73% 92% 94% 

Internal systems and processes 96% 85% 88% 

Project/service management 85% 95% 91% 
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WHAT SKILLS ARE BEING E-ENABLED? 

¢ƘŜǎŜ ΨŜ-ǊŀǘƛƴƎǎΩ ǊŜǇǊŜǎŜƴǘǎ ǘƘŜ ǇǊƻǇƻǊǘƛƻƴ ƻŦ ŜŀŎƘ ǎƪƛƭl offered that is e-enabled. 

E-rating 
The proportion of each skill offered that is e-enabled 

Mid-Sized 
Businesses 

2014 
Sample 
Average 

Top Learning 
Organisations 

Average 

Leadership and management skills 0.31 0.47 0.67 

Induction 0.32 0.49 0.58 

Health and safety 0.51 0.64 0.71 

General IT and web user skills 0.49 0.65 0.79 

Team working/working with others 0.20 0.35 0.53 

Communication/interpersonal skills 0.25 0.40 0.57 

Industry specific regulatory requirements 0.39 0.58 0.74 

Customer handling/service 0.17 0.42 0.55 

Sales and marketing 0.24 0.41 0.71 

Organisation specific skills (not listed elsewhere) 0.28 0.52 0.66 

Foreign language skills 0.21 0.40 0.37 

Basic skills (literacy, numeracy, English as a second language) 0.27 0.42 0.48 

IT professional skills 0.34 0.54 0.66 

Problem solving 0.27 0.38 0.59 

Improving own learning and performance (L&D skills) 0.24 0.37 0.54 

Internal systems and processes 0.30 0.51 0.60 

Project/service management 0.21 0.36 0.48 
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APPENDIX 6. CURRENT TECHNOLOGY USAGE 
 

A full discussion of the Towards Maturity Benchmark Research linked to technology can be found in Section 

2.3.3 in the 2014 Towards Maturity Benchmark report: Modernising Learning: Delivering Results. 

Compared to average, top learning organisations are more likely to use a wider variety of technologies. 

However, success does not correlate to the number of technologies used but rather to the way that they 

are used. Top learning organisations are more likely to: 

¶ Know what technology enabled learning their IT systems can deliver and have good 
links/ relationships with the IT department, and 

¶ Blend their use of several different learning technologies (from social media for collaboration to 
content delivery) to address a need  

 

Technologies supporting content 
Mid-Sized 
Businesses 

2014 Sample 
Average 

Top Learning 
Organisations 

Average 

E-learning objects - 'off-the-shelf' 70% 67% 72% 

E-learning objects ς custom made externally 40% 64% 72% 

E-learning objects ς custom made in-house 51% 75% 78% 

All e-learning objects 83% 93% 95% 

User-generated content - tutor directed 25% 34% 56% 

User generated content ς user directed 20% 29% 45% 

All user-generated content 33% 43% 66% 

Video content ς best practice within our organisation 43% 60% 85% 

Video content ς best practice outside our organisation 33% 43% 68% 

All video 53% 68% 89% 

Podcasting 27% 31% 44% 

Online books 38% 51% 69% 

Open education resources/digital materials  
offered free at the point of use 

55% 57% 68% 

Information repositories/learning portals - paid for 
services 

41% 54% 74% 

Blogs by tutors or learners 25% 34% 59% 

In-house wikis 27% 34% 49% 

Job aids (e.g. pdf checklists, infographics) 71% 66% 78% 
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Technologies Supporting Collaboration 
Mid-Sized 
Businesses 

2014 Sample 
Average 

Top Learning 
Organisations 

Average 

Virtual worlds (e.g. SecondLife) 4% 7% 13% 

Virtual meetings (e.g. Webex, LiveMeeting) 62% 77% 86% 

VOIP conferencing (e.g. Skype, Google+ Hangouts) 47% 54% 70% 

Virtual classroom (live) 30% 46% 58% 

All live online 74% 86% 93% 

Immersive learning environments (e.g. serious games and 
simulations) 

10% 23% 39% 

Communities of practice (communities to support working 
practices) 

43% 52% 66% 

External social networking or peer-to-peer sites (e.g. 
Facebook, LinkedIn, Twitter) 

50% 49% 67% 

In-house social media (e.g. Yammer, Ning) 32% 44% 55% 

Learning communities (e.g. action learning) 39% 48% 64% 

Feeds/curation and social bookmarking (e.g. Curatr) 20% 18% 36% 

 

Administration and Management Tools 
Mid-Sized 
Businesses 

2014 Sample 
Average 

Top Learning 
Organisations 

Average 

Surveys and questionnaires to help learning transfer 78% 81% 91% 

Online assessment (e.g. to support certification) 59% 74% 87% 

Skills diagnostic tools (including simulations) 31% 45% 62% 

Online evaluation of business impact 26% 35% 56% 

Competency management systems 27% 38% 52% 

e-Portfolios 14% 21% 25% 

All LMS 64% 80% 83% 

Integrated LMS 18% 38% 44% 

 

Technology Tools and Development 
Environments 

Mid-Sized 
Businesses 

2014 Sample 
Average 

Top Learning 
Organisations 

Average 

Internal/enterprise-wide information services 60% 70% 77% 

Electronic performance support systems 32% 35% 45% 

Cloud-based content (e.g. Google Docs) 22% 32% 51% 

Software as a Service 16% 27% 42% 

Rapid application development tools 42% 61% 59% 

Open source e-learning development tools (e.g. Moodle) 36% 40% 46% 

Web 2.0 widgets for personalising learning environments 8% 16% 26% 

Massive Open Online Courses (MOOCs) 17% 26% 35% 

Learning Record Store (Tin Can) 10% 19% 29% 

Achievement goals, badges, points systems 7% 17% 27% 

Single sign on process 34% 44% 58% 
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Mobile technologies 
Mid-Sized 
Businesses 

2014 Sample 
Average 

Top Learning 
Organisations 

Average 

Provide mobile devices (e.g. smartphones) 45% 42% 38% 

Provide tablet devices (e.g. iPad) 37% 38% 39% 

Support Bring Your Own Device (BYOD) 43% 45% 54% 

Specifically enable your content for mobile devices 29% 40% 52% 

Mobile app development tools (e.g. Gomo, LineStream) 22% 39% 49% 

QR codes 28% 33% 42% 

Develop content that is platform-independent (e.g. in HTML5) 7% 18% 27% 

Integrate mobile apps within your LMS 11% 17% 34% 

Create advanced security policies (e.g. leaver/device loss 
management) 

7% 14% 26% 

Tools to organise and download mobile apps 6% 15% 30% 

All mobile (for comparison in longitudinal tables) 70% 74% 78% 
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APPENDIX 7. BARRIERS 
 

Note: Percentages in the following table refer to the proportion of the 2014 respondents that cited the factor as a 

barrier to development. Lower percentages indicate this factor is less of a barrier. 

Barrier 
Mid-Sized 
Businesses 

2014 
Sample 
Average 

Top Learning 
Organisations 

Average 

Barriers relating to content    

Cost of set-up, development and maintenance 74% 67% 67% 

Lack of attractive, high-quality e-learning to support business goals 50% 51% 47% 

Past experience of e-learninƎ ƘŀǎƴΩǘ ŦǳƭŦƛƭƭŜŘ ƻǳǊ ŜȄǇŜŎǘŀǘƛƻƴǎ 51% 53% 39% 

Suppliers overemphasise presentation and style 24% 26% 32% 

e-learning too generic and not sufficiently tailored to our needs 70% 58% 63% 

Lack of credibility of learning materials 33% 32% 30% 

Barriers relating to staff    

Not seen as a management priority 55% 50% 43% 

L&D staff lack knowledge about the potential use and implementation 
of technology 

51% 54% 34% 

Lack of skills amongst L&D staff to implement and manage e-learning 67% 60% 37% 

Lack of skills amongst employees to manage own learning 83% 66% 54% 

Reluctance by classroom training staff to adopt new technology 32% 39% 33% 

Reluctance by users to learn with new technology 67% 57% 38% 

Reluctance by senior managers to use online materials 55% 48% 49% 

Reluctance by line managers to encourage new ways of learning 64% 56% 45% 

Barriers relating to technology    

Unreliable ICT infrastructure/low bandwidth/technical 
restrictions/firewall 

59% 64% 49% 

Insufficient staff access to computers to be worthwhile 20% 24% 22% 

Learner ICT skills 46% 37% 25% 

Lack of support from IT department 33% 36% 28% 

Pace of technological change 38% 39% 38% 
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Barrier 
Mid-Sized 
Businesses 

2014 
Sample 
Average 

Top Learning 
Organisations 

Average 

Barriers relating to mobile learning    

Wide variation in learners' personal technologies 62% 58% 62% 

General fear of losing control of the 'corporate infrastructure' 29% 38% 42% 

IT security issues (or perception of this) ς loss of data, increased 
possibility of viruses 

57% 64% 68% 

Complex to support (or perception of this) 47% 49% 39% 

Learners prefer to use PC/laptops 28% 18% 16% 

Small screen size not suitable for our content 36% 31% 33% 

Barriers relating to social learning    

Existing control and command culture/policy-related 49% 50% 45% 

Technology or IT security related 55% 52% 53% 

Issues of user safety, identify or trust 38% 45% 49% 

Social media is the domain of other departments in the organization 28% 25% 18% 

άIŜŀŘ ƛƴ ǘƘŜ ǎŀƴŘέ ƳŜƴǘŀƭƛǘȅ ς άLt will go awayέ 26% 26% 17% 

L&D staff won't facilitate social learning 13% 18% 12% 

Our learners are unwilling to share with each other 16% 17% 14% 

 

 

For a full discussion of the barriers to implementation of technology-enabled learning, please refer to 

Section 2.5 in the 2014 Towards Maturity Benchmark report: Modernising Learning: Delivering Results. 

  



  

© Towards Maturity CIC Ltd. 2015   Page | 44 

ABOUT KALLIDUS 
 

Kallidus is an award-winning supplier of integrated 

learning, performance, 360, talent management 

technologies, bespoke e-learning content and 

consultancy services. Dedicated to customer excellence, Kallidus works in partnership to support 

the development of talented people and to deliver real business performance improvement within 

public and private sector organisations of all sizes, in all sectors, including well-known names like 

Boots, O2, Transport for London and Eurostar.  

For further information, visit www.kallidus.com or follow @Kallidus on Twitter. 

 

 

http://www.kallidus.com/



