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Study Focus

Determine the strategic and tactical
approaches to executive development by
corporate learning:

e establish the precise demands for executive
development within organizations

« identify types of approaches that the
learning function and HR have undertaken to
cultivate new executives

Booz | Allen | Hamilton @,ASTD
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Key Findings

e Executive development tends to be
the domain of the “big kids on the
block”

» Executive development doesn’t come
cheap

e Surprising drivers and practices?

e Lessons learned: champions,
follow-up

Methodology

| - ASTD, with sponsorship from Booz
Allen Hamilton, conducted a 31-item
online survey (Feb/March 2008)

| « 397 WLP-focused respondents

e 18 in-depth interviews with senior
learning executives

Booz | Allen | Hamilton @ASTD
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Survey Respondents

| - 76% were organizational directors,
|  vice-presidents, or C-level

» Average FTEs per org was 35,218
— 27% had fewer than 1,000 employees
— 25% had more than 25,000 employees

| « 87% had headquarters in North
|  America

 52% multinational or global in scope

What types of organizations
have more active executive
development?

Demographic Analysis

Booz | Allen | Hamilton @ASTD
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Status of Executive Development -

Program
ED program
Currently activated as-
have an ED needed

program 23%
37%

Previously
had an ED
program
Never had an 6%
ED program
34%
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Executive Development Program:
Impacted by Revenue

100%
23% 18% L
18%
45% 18% 0
26%
50% e 279 34%
i 31%
11% 36% 38%
18% 20%
0%
Currently  As-needed Previously Never had
have had
O Less than $50 million @ $50 million to $499.99 million

[0 $500 million to $2.99 billion [ $3 billion or more
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More Active Executive
Development Among Global Firms

100%
27% 22%
44% 5%
%
22%
50% = et
22%
National Multinational Global
M Currently have O Activated as-needed
O Previously had O Never had
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FORKPLACE LEARNING & PERFORMANCE

More Activity Among Better
Performers
100%
36%
9%
50%
24%
0%
Low Organizational High Organizational
Performers Performers
B Currently have OActivated as-needed
O Previously had ONever had
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The cost of executive
development

Spending Patterns

Booz | Allen | Hamilton @ASTD
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Executive Development
Expenditure

2007 Executive Development Figure Average Median

\F/’V%rﬂg%)r%r;ts as a Percentage of Overall 3.49% 0.76%

Organizational Expenditure $713,377 $132,500

Expenditure per Participant $12,370 $7,059

Booz | Allen | Hamilton @ASTD
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Outsourcing: Nearly Half of 13
Executive Development Expenditure

Outsourced
Activities
48%

Other

Internal
Costs
37% Tuition
Reimburse-
ment

14%

Booz | Allen | Hamilton
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Expenditure per Participant by
Industry Sector

$22,164

$14,272

$11,251

$6,882 I

Manufacturing Financial/ Services Other*
Banking

*Other includes various industries
such as retail, transportation, and
hi-tech/telecom

Booz | Allen | Hamilton
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Two Types of Active Programs

“Heavy” “Light”
Spending (per participant) $14,887 $5,411
% Workforce 4.6% 2.5%
Outsourcing 61% 49%
Organizational
Performance Index 3.95 3.56
Operations M(L?Ilt(i)r?gli(?r:al National
Revenue Larger (billions) Smaller (millions)
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What are the expectations for
the organization and the
individual learner?

Objectives for Executive Development

Booz | Allen | Hamilton @ASTD
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Top Organizational Objectives for
Executive Development

(Percent Responding to High or Very High Degree)

Engage and retain individuals with high
potential

| 79%

Improve general bench strength /pipeline

0,
for executive level positions | 74%

Succession planning for specific positions

| 65%

Increase ability to translate organizational
strategy

| 60%

Increase ability to meet changing market
needs

| 60%

Foster a “talent magnet” mindset among
executives

| 55%

Booz | Allen | Hamilton @ASTD
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Importance of Program Structure &
Support from the Top

e Centralization of Executive
Development program

73% reported mostly or fully
centralized

e Support for Executive Development
Program from C-level Suite

71% reported high or very high
C-level support

Booz | Allen | Hamilton @ASTD
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Top Individual Objectives for
Executive Development

(Percent Responding to High or Very High Degree)

Develop leadership competencies

| 79%
Increase self awareness as a leader | 76%
Develop strategic thinking skills | 72%

Better understanding of all aspects of
. |67%
enterprise

Increase understanding of business
| 66%
model and strategy

Develop ability to inspire and motivate o
staff |66%

Booz | Allen | Hamilton @ASTD
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How is executive development
administered?

Practices

Booz | Allen | Hamilton @ASTD
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Screening Methods

(Percent Responding to High or Very High Degree)

Identification of high potential

0,
employees by managers 171%

Job performance review ] 58%

Inclusion in succession plan 157%

Multi-rater/360 Degree Assessment
Results

Competency self assessment 39%

39%

Objective competency assessment 37%
Interviews 35%
Personality assessment 26%

Assessment center 18%

Booz | Allen | Hamilton @AST

WORKPLACE LEARNING & PERFORMANCE
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Top Delivery Methods
(Percent Responding to High or Very High Degree)
Classroom-
based learning | 65%
Coaching |61%

Action Learning | 56%
360 Degree o
Feedback |54%
Experiential o
Learning |53%

Booz | Allen | Hamilton @ASTD
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Executive Development
Learning Content

2007 Executive Development Figure  Average Median

Hours available per organization 255.7 50.0
Formal hours used per participant 45 40
Informal hours used per participant 42 25

E4s1D
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Measurement of Success
(Percent Responding to High or Very High Degree)
completion

Interviews with participants

56%

Feedback from current
executives who are assisting

55%

Employee satisfaction 50%

1
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What were some of the major
challenges identified by
respondents?

Key Lessons Learned

Booz | Allen | Hamilton

Top Challenges with Executive Dev. *

(Percent Responding to High or Very High Degree)

Measurement of
program
effectiveness

|

42%

Program maturity (still
determining what
works, gaining
credibility, etc.)

38%

Tracking participants’
performance/success
in program

36%

Achieving diversity
goals with participant
pools

30%

Outside economic

0,
conditions 29%

Il

Booz | Allen | Hamilton
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Lessons Learned from Open-Ended
Responses

e Strong need for a “Champion”

e Design & Development Issues—
Linkage to Organization Mission

e Follow-up is critical

28

Conclusions

 Most heavy investment in executive
development from large, global firms

« Although expensive, executive
development associated with better
organizational performance

» Need to get commitment from the top
» Strong informal component

« What happens when they’re
“developed?”

Booz | Allen | Hamilton @ASTD
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For more on
ASTD Research:

Sast

http://www.astd.org/content/
research

'WORKPLACE LEARNING & PERFORMANCE

www.astd.org For more on
Booz Allen Hamilton:

http://www.boozallen.com
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