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Delivery Methods

Technology-based learning, self-paced online 
continue to increase
In 2006, technology-based learning delivery was on the rise. Among the 
consolidated responses, it accounted for 30.28 percent of the learning hours 
available, up from only 11.47 percent five years earlier. The proportion of 
technology-based learning to other types of delivery methods was higher 
in BMF organizations (39.85 percent) and in BEST organizations (35.85 
percent). Self-paced online learning continues to be the most frequently-used 
type of e-learning, at nearly two-thirds for all groups.

Usage of instructor-led learning diminished 
Live instructor-led delivery of learning hours across the entire sample 
decreased from 74.70 percent in 2004 to 71.36 percent in 2006. BEST 
organizations had only a slight drop to 66.00 percent, while instructor-led 
learning increased to 61.36 percent in BMF organizations. The majority of 
instructor-led delivery continued to take place in classrooms (roughly 90 
percent for all groups).  
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Consolidated*

2006 (n = 221) 65.30% 4.24% 1.83% 19.13% 3.24% 2.76% 1.85% 1.67% 71.36% 30.28% 23.36%

2004 (n = 246) 68.24% 4.06% 2.40% 13.99% 3.45% 4.06% 2.59% 1.21% 74.70% 26.49% 18.05%

2003 (n = 278) 66.01% 2.92% 3.04% 12.66% 3.83% 5.28% 3.75% 2.51% 71.97% 26.20% 15.58%

2002 (n = 297) 71.08% 15.38%

2001 (n = 304) 76.00% 11.47%

BMF

2006 (n = 25) 54.24% 3.74% 3.38% 26.04% 4.38% 3.46% 2.31% 2.45% 61.36% 39.85% 29.78%

2005 (n = 21) 54.96% 3.30% 1.37% 27.15% 4.18% 4.77% 0.91% 3.36% 59.63% 36.91% 30.45%

2004 (n=25) 59.77% 6.14% 2.23% 23.43% 4.86% 2.36% 1.03% 0.19% 68.13% 37.69% 29.57%

2003 (n = 26) 60.85% 2.50% 4.43% 22.08% 4.41% 3.08% 1.24% 1.41% 67.77% 34.66% 24.58%

2002 (n = 21) 54.06% 28.53%

2001 (n = 34) 64.14% 21.92%

BEST Award Winners

 2006 (n = 42) 59.53% 3.93% 2.55% 23.62% 3.28% 2.82% 2.48% 1.80% 66.00% 35.85% 27.55%

2005 (n = 39) 57.50% 7.28% 2.31% 21.75% 2.50% 3.92% 2.49% 2.24% 67.10% 36.34% 29.03%

2004 (n = 29) 61.00% 4.43% 1.69% 20.55% 3.16% 2.17% 4.14% 2.86% 67.12% 32.00% 24.98%

Table 4: Average Percentage of Learning Hours Available  
via Different Delivery Methods (Consolidated, BMF, and BEST)

Figure 14: Comparison of Average Percentage of Learning Hours Available  
via Instructor-Led Real Time vs Technology Based  (BMF)

* Consolidated data not available for 2005 because of transition to WLP Scorecard
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 Table 5: Income by Area of Expertise

 Table 6: Income by Organization Type

Table 7: Income by Longevity in Training and Development/Learning/Performance

N = 7,967

N = 8,099

N = 7,988

Learning Professionals’ Income

An annual ASTD member demographics survey of more than 8,000 learning professionals reveals differences in compensation based on a variety of factors. 
Investigation of the relationships between demographic variables indicates that experience, organization worked for, and area of specialty influence levels  
of income.

$0 - $29,999 $30,000 - 
$39,999

$40,000 - 
$49,999

$50,000 - 
$69,999

$70,000 - 
$89,999

$90,000 - 
$119,999 $120,000+

Area of Expertise

Career planning and talent management 5.00% 3.75% 6.25% 17.92% 20.00% 22.08% 25.00%

Coaching 1.98% 3.95% 9.49% 25.30% 22.92% 21.34% 15.02%

Delivering training 2.98% 9.17% 16.47% 35.97% 19.78% 11.07% 4.56%

Designing learning 1.77% 5.83% 11.72% 33.79% 27.70% 13.29% 5.89%

Facilitating organizational change 2.33% 2.33% 6.31% 14.78% 25.08% 24.58% 24.58%

Improving human performance 1.75% 3.96% 6.88% 24.24% 24.01% 22.03% 17.13%

Managing organizational knowledge 1.00% 6.00% 10.33% 25.67% 22.00% 22.00% 13.00%

Managing the learning function 1.13% 2.33% 5.99% 22.57% 27.86% 23.91% 16.22%

Measuring and evaluating 4.39% 5.26% 10.53% 28.95% 21.93% 17.54% 11.40%

Other 2.57% 4.15% 13.04% 28.06% 19.96% 16.40% 15.81%

$0 - $29,999 $30,000 - 
$39,999

$40,000 - 
$49,999

$50,000 - 
$69,999

$70,000 - 
$89,999

$90,000 - 
$119,999 $120,000+

Organization Type

A training/learning product or service company 3.38% 5.40% 10.94% 25.86% 21.88% 18.03% 14.52%

An academic institution 3.69% 8.35% 13.79% 33.59% 21.17% 12.82% 6.60%

A government agency 1.00% 7.00% 12.20% 33.00% 24.80% 16.00% 6.00%

Independent consultant or sole proprietor 4.28% 4.47% 6.61% 20.82% 20.04% 20.82% 22.96%

Other for-profit organization 1.19% 3.78% 8.29% 27.70% 26.48% 19.38% 13.19%

Other not-for-profit organization 0.91% 8.71% 16.51% 32.38% 21.20% 14.95% 5.33%

Student 48.04% 11.76% 16.67% 13.73% 4.90% 3.92% 0.98%

Other 1.68% 5.77% 13.14% 30.21% 23.80% 15.14% 10.26%

$0 - $29,999 $30,000 - 
$39,999

$40,000 - 
$49,999

$50,000 - 
$69,999

$70,000 - 
$89,999

$90,000 - 
$119,999 $120,000+

Years in the Field

Less than 1 year 4.89% 17.66% 20.11% 23.64% 15.22% 9.78% 8.70%

1 to 2 years 3.33% 17.46% 23.70% 28.69% 13.72% 7.28% 5.82%

2 to 5 years 3.44% 10.58% 20.24% 32.83% 17.55% 10.08% 5.29%

5 to 10 years 2.53% 3.85% 11.50% 36.74% 23.83% 13.69% 7.85%

10 to 20 years 0.94% 1.97% 5.59% 26.01% 30.28% 21.94% 13.27%

More than 20 years 1.36% 1.86% 4.28% 18.42% 23.55% 27.12% 23.41%

Comparative Data
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Characteristics of the BEST Learning Organizations

About the 2007 BEST Award winners
The 2004 State of the Industry report identified eight characteristics of 
organizations that won BEST awards in 2003 and 2004. The analysis  
of winning organizations from 2007 continues to validate those same  
eight characteristics. 

Almost all BEST organizations reported improvements to employee 
and customer satisfaction, quality of products and services, cycle time, 
productivity, retention, revenue, and overall profitability. BEST organizations 
had clearly defined processes to link learning strategies and initiatives to 
increases in both individual and organizational performance. 

BEST organizations used many approaches to select and design learning 
initiatives to improve performance. Strategic plans and corporate objectives 
were the root of most learning and performance activities.

In 2006, most BEST organizations reported an increase in the number of 
employees trained as their primary achievement in efficiency, followed 
by improvements in time to deploy new learning initiatives, time to reach 
employee readiness/competence, content development cycle time, number 
of employees trained per training staff member, travel/accommodation and 
content development costs, and cost savings realized through outsourcing 
initiatives. The greatest efficiency gains appeared to come from effective 
leveraging of technology, restructuring and improving existing programs and 
curricula, reduced deployment time from improved internal processes, and 
cutting costs through tighter governance over content development  
and travel.

In 2006, BEST organizations allocated nearly half of the learning 
function’s resources to non-training activities such as performance analysis, 
organizational development, talent management, and process improvement.  

Alignment

•	 The BEST have formal processes to align short- and long-term business strategies with competency, learning,  
    and performance solution needs and priorities. 

•	 The BEST map learning resources to competencies, individual development plans, jobs, and corporate goals.

C-Level 
Involvement

Most of the BEST have visible support from senior executives, and involve leaders as teachers.

Efficiency The BEST maximize the efficiency of the learning function by balancing centralized and decentralized aspects of the learning 
function, internal process improvement, use of technology, and strategic outsourcing.

Effectiveness The BEST maximize the effectiveness of learning by aligning learning activities with business needs and providing timely access  
to relevant learning opportunities.

Investment In general, the BEST spend more, but many spend less than the norm.

Learning 
Opportunities

The BEST provide a broad range of internal and external formal and work-based learning opportunities, including knowledge 
sharing systems, coaching, and conference attendance.

Measurement

•	 The BEST demonstrate effectiveness by monitoring individual and organizational performance indicators and linking changes  
    in performance to learning and non-learning performance improvement activities.

•	 The BEST demonstrate the efficiency of the learning organization by monitoring time, usage, and cost indicators and linking  
    decreases in these to changes in the processes and practices of the learning function.

Non-Training 
Solutions

The BEST devote a large portion of their resources to non-training performance improvement activities, particularly  
organizational development, process improvement, and job-specific resources.

LINKING LEARNING AND PERFORMANCE
BEST Award Winners
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Most 2007 BEST organizations had clearly defined processes to align learning 
with both individual and organizational performance. Strategic plans and 
corporate objectives were the root of most learning and performance activities 
for BEST organizations. In many cases, strategic goals cascaded to the 
business unit, where they were translated to unit goals and then to individual 
performance requirements.  

Individual-level performance
Thirty-eight percent of the BEST organizations link organizational and 
individual performance by having individual learning or development plans 
that align with organizational goals or specific business drivers. Some BEST 
organizations began the process of linking learning and performance by 
conducting needs or knowledge gap analyses or by following the ADDIE 
model (assess, design, develop, implement, evaluate) to determine the 
training required by the organization or individual. Many organizations 
developed competencies or mapped roles to competencies by defining the 
behaviors, knowledge, skills, abilities, and performance standards required by 
each job to meet organizational performance goals. Other BEST organizations 
provided training for certification purposes, or to meet external regulatory, 
legal, or compliance requirements.  

Scorecards were used by several organizations to align corporate strategy 
with learning and performance at both the organizational and individual 
level, while others used the Capability Maturity Model Integration (CMMI) 
and Six Sigma methodologies. Some organizations linked employees’ 
career progression and compensation to obtaining certification or attaining 
competency levels. A few organizations held managers responsible for their 
employees’ learning by linking the managers’ compensation to compliance 
with the learning and performance goals of their staff.  

One BEST organization integrated its learning management system with its 
performance management system to better align individual performance 
with company goals. By putting performance information, development 
plans, learning data, and competencies in one system, employees and 
their managers have easy access and the ability to track learning activities 
completed through the system. 

 

A variety of positive returns
The 2007 BEST organizations reported wide-ranging returns from their 
learning efforts, including quality improvements, reduction in time to 
productivity for new hires, better employee retention, better ratings from 
customers and clients, improved safety records, fewer defects, and higher 
employee engagement ratings. For one BEST organization, post-learning 
surveys showed that 89 percent of their IT professionals responded that 
they gained qualifications for future positions and 77 percent reported 
gaining confidence in their new skills. Another organization realized an 
ROI of more than 240 percent from a new-supervisor course that improves 
team effectiveness and productivity, and an ROI of 170 percent from a new 
leadership development course for junior leaders that resulted in better clarity, 
improved communications, and higher employee engagement.

What works for the BEST
Some specific methods used by BEST organizations to align learning  
and performance included

•	 using corporate strategic plans to guide development and delivery  
	 of the most appropriate learning and development initiatives

•	 establishing position-based curricula tied to organizational goals

•	 providing learning maps that link skills development  
	 to career progression

•	 aligning competency models across business functions or specific  
	 job families, and mapping individual roles to core competencies

•	 conducting business impact analyses, and employee, customer, and client  
	 surveys to identify learning needs and desired performance outcomes

•	 requiring a minimum number of classes or training hours per employee  
	 as part of corporate objectives and tying accomplishment of the learning  
	 to individual performance reviews

•	 requiring all employees to complete annual individual learning  
	 development plans or build career development plans aligned  
	 to corporate strategy/goals.

LINKING LEARNING AND PERFORMANCE

Table 8: Average Percentage of Vice Presidents  
and C-Level Executives Who Support Learning  

in Different Ways (BEST)

Public Statements  
in Support  
of Learning

Participation  
as an Instructor  

or Speaker

Inclusion of Learning  
Objectives as Part  

of Performance Goals

2006 (n = 42) 94.40% 73.40% 89.40%

2005 (n = 39) 94.85% 68.51% 88.59%

2004 (n = 29) 90.52% 67.86% 91.38%

2003 (n = 24) 91.24% 69.71% 91.92%

2002 (n = 23) 90.22% 74.89% 94.35%

Valuing and positioning learning
BEST organizations have consistently placed a high value on learning 
for several years. Since 2003, more than 88 percent of vice presidents 
and C-level executives in BEST organizations made public statements in 
support of learning and included learning objectives as part of their own 
performance goals. In addition, more than two-thirds participated as 
instructors or speakers in learning events each year. In 2006, a senior-
level officer was responsible for learning in 90.48 percent of the BEST 
Award organizations, a slight decrease from 2005. 

BEST Award Winners
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Effectiveness

BEST organizations reported improvements in productivity, employee 
retention, quality of products and services, customer and employee 
satisfaction, increases in sales revenues, safety improvements, employee 
engagement, overall profitability, overall performance, and compliance 
in 2006. Productivity was rated by 90.48 percent of organizations as a 
measure of effectiveness; and employee retention, quality of products and 
services, and customer satisfaction were each ranked second by 88.10 
percent of respondents. Employee satisfaction was used as a measure by 
83.33 percent while sales/revenue was selected by 80.95 percent. Overall 
profitability and cycle time reduction/improvement were chosen as measures 
by 76.19 and 71.43 percent, respectively. 

Specific methods to improve productivity
Productivity improvements were attributed to a variety of methods such as 
creating and delivering targeted training identified by needs-and knowledge-
gap analyses, building internal capacity through two-phase learning (in-house 
residency and on-the-job training with assigned mentors), establishing 
a project management office and offering training leading to a Project 
Management Professional® certification, and introducing competencies, 
providing training, and linking employee performance with mastering those 
competencies. One BEST organization reported a productivity increase caused 
by improvements in safety training; the effect was a 6 percent increase 
in quality units per shift, or an additional 6 million units produced without 
additional staff. Another BEST organization saw productivity improvements for 
70 percent of staff participating in targeted learning, and customer service 
score increases of 7 to 22 percent per individual. 

Development opportunities
Most respondents mentioned that learning, development, and career 
development opportunities were critical to retaining employees. Several 
organizations implemented leadership development programs, which were 
well received and improved employee retention rates. One BEST organization 
focused attention on retaining its vice presidents by providing coaching and 
more communication with top leaders, resulting in attrition containment at 
that level. Other approaches to retaining employees ranged from making 
available tuition reimbursement, offering Master’s and PhD degrees on 
site, and creating a corporate culture of employee feedback, professional 
development, diversity, community involvement, and offering health and 
safety programs. One BEST organization introduced a comprehensive 
retention strategy that covered compensation, job enrichment, and training in 
loyalty-building, career growth, and professional growth and saw a 6 percent 
decrease in attrition. Another organization has a directive from the CEO to 

retain essential employees at every level and began an in-house university 
program that helped prepare employees for their next positions. Their 
annualized attrition rate fell by 21 percent. 

Improving customer satisfaction
Many BEST organizations cited customer satisfaction as a learning 
effectiveness measure. Their efforts to keep customers happy included hosting 
an award-winning educational website that received more than 100 million 
unique visits, carrying out customer surveys, secret shopping, obtaining 
internal feedback, and providing blended learning opportunities to address 
shortfalls. One organization provided e-learning on products, processes, and 
procedures, video-based behavior modeling, and skills practice through role-
playing and gaming. Their results speak volumes; with more than 10,000 
employees trained, the average customer satisfaction scores were up 16 
percent, the number of officers trained was up 104 percent, and the average 
turn-around time dropped by 29 percent.

Innovative products and services
The quality of products and services also ranked highly as a measure of 
effectiveness. One BEST organization introduced competency models, an 
innovation in that industry, detailing desired behaviors and skills. Learning 
professionals trained associates according to the competencies and rated the 
associates according to mastery. Their analysis showed that skills improved 
on more than 50 percent of the competencies, for every level of associate. 
The organization received a national award for the quality of their associates 
and a book is being published about the organization’s training and 
development approach. 

Benefits of cycle time reduction
Cycle time reduction and overall profitability were mentioned primarily by IT 
industry companies as measures of effectiveness. Adoption of Six Sigma and 
LEAN methodologies improved schedule adherence for one BEST organization 
to 93 percent. For another BEST organization, implementing best IT practices 
reduced the time to do failovers (the capability to switch over automatically 
to a standby server, system, or network when one of these components 
fails) from an average of 24 hours to less than two minutes, and reduced 
the change control cycle for changing existing software from an average of a 
week to two days. One organization determined overall profitability by using 
the ROI calculation and realized a 16 percent ROI and $86,000 savings on 
one system training launch and a 79 percent ROI with savings of more than 
$400,000 on another. 

Figure 15: Metrics Used to Measure Performance of the Learning Function (BEST)
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In 2007, most BEST organizations reported an increase in the number of 
employees trained as their primary achievement in efficiency, followed by 
improvements in time to deploy new learning initiatives, time to employee 
readiness/competence, content development cycle time, number of 
employees trained per training staff member, travel/accommodation  
and content development costs, and cost savings realized through  
outsourcing initiatives.

Technology still critical to efficiency
Technology continued to play an important role in learning activities 
in the 2007 BEST organizations. In addition to employing e-learning, 
creating training modules, and using collaborative training platforms, BEST 
organizations realized increases in the number of employees trained by using 
their learning and knowledge management systems to set up scheduling 
systems and to create ad-hoc mentoring relationships by connecting people 
around the world with those who have common interests or are searching for 
answers to work-related problems. 

Some organizations trained additional employees in traditional instructor-
led sessions by hiring more trainers, making the most of their company’s 
investment in the training infrastructure, and revising training schedules. 
Blended learning was used by many organizations with good results; two 
organizations reported a 14 percent increase in the number of employees 
trained, while another delivered 197,000 training days to approximately 
26,000 employees.  

Greater reach for the learning function
BEST organizations gained efficiencies in a variety of ways, including 
restructuring their training departments, centralizing resource planning 
and scheduling systems, introducing more e-learning courses, coordinating 
training with other departments, better utilizing learning resources, and 
training internal managers as trainers. One BEST organization realized a 35 
percent increase in the trainer/trainee ratio by developing and cross-training 
learning staff. Another BEST organization used virtual classrooms to train up 
to 400 people simultaneously, trained their internal managers as trainers, 
increased the use of mobile learning and gaming, and introduced a new 
learning management system that provided employees with better access, 
less downtime, and better consistency. The results of these initiatives were 
35,000 employees trained with a learning staff of 14 people and a 54 
percent increase in the number of training days provided.

Reduced deployment time
Most BEST organizations that used time to deploy a new learning initiative 

as a metric for efficiency reduced time to deploy by leveraging technology 
and introducing new approaches to development, including rapid instructional 
design and web-based development processes. BEST organizations were able 
to launch learning initiatives in dramatically less time, increase the number 
of initiatives launched, and reduce development time. One organization cut 
time to deploy in half while quadrupling the number of initiatives launched by 
having two development groups work simultaneously; one to collect business 
requirements, the other to build the online course. One organization used 
a PowerPoint-based tool that allowed for interactivity and plugged into the 
organization’s LMS, cutting time to deploy the new online course from three 
to six months to three weeks. 

Changing curricula
For many BEST organizations, redesigning or revising curriculum was 
important in meeting the demand to decrease time to employee readiness or 
competence. One organization added more specific training to their existing 
curriculum, cutting the average time before allocating new hires to projects 
in half. Another redesigned a training program into modules using a two-part 
blended approach with a train-the-trainer component, resulting in more 
timely delivery and participant satisfaction ratings of 100 percent. One BEST 
organization lacked the time and resources to quickly train all employees 
on a new system that was to be rolled out imminently. The organization’s 
solution was an innovative use of technology; obtaining virtual meeting 
rooms from Microsoft, which allowed many more people to be trained 
simultaneously. This change reduced the time to train their employees from 
weeks or months to a few days.

Cost reductions
In reducing content development cycle time and costs, BEST organizations 
used a variety of approaches: modularizing reusable content, customizing 
content, outsourcing content development, creating templates and standards 
for using development tools, implementing competency models for subject-
matter experts, and defining processes and requirements for designing 
learning solutions. In one organization, instructional designers focused only 
on design and development while others focused on delivery, usability, 
quality, and standards, which reduced content development cycle time by 
33 percent. Tailored blended-learning saved one organization $2.8 million 
in travel and accommodation costs by cutting travel time for a 14-week 
program from 28 to 7 days. Other approaches included reducing the number 
of traditional training classes for a four-day course, centralizing the classes in 
locations easy to reach by driving, requiring double-occupancy at the hotel, 
and restructuring the course to begin late on Monday morning. These changes 
saved the organization $162.5 million. 

Figure 16: Metrics Used to Rate Efficiency of the Learning Function (BEST)
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Learning Opportunities

A diverse set of learning opportunities exists for employees at BEST 
organizations. Almost all BEST organizations provide access to formal/
event-based learning activities (98.33 percent), on-the-job learning (97.86 
percent), job aids (95.12 percent), and knowledge bases (91.36 percent). 
Learning through technology (job aids, knowledge bases, and electronic 
performance support) was made available by a large majority of workplaces 
and was popular with more than two-thirds of employees. Mentoring/
coaching and knowledge sharing were learning opportunities used by more 
than half of the employees.  

Areas of underutilization 
Usage of work-based learning opportunities often lagged behind availability, 
with the exception of on-the-job learning and formal/event-based learning 
activities. The most underutilized learning opportunities within BEST 
workplaces included knowledge sharing, mentoring/coaching and job-
rotation, where access was greater than actual usage. 

Learning opportunities located outside the workplace were more underutilized 
than internal opportunities. In 2006, 56.05 percent of employees in BEST 
organizations had access to employer support for conference attendance, but 
only 39.33 percent of employees used it. The difference between access and 
usage for tuition reimbursement was even greater: although 86.68 percent 
of employees in BEST organizations had access, only 19.99 percent took 
advantage of the opportunity.

Innovation in a variety of domains
2007 BEST organizations introduced a variety of innovative learning 
initiatives in developing their human and organizational resources. Some 
BEST organizations described preparing for the impending retirement of 
current leaders by developing pools of new leadership talent and providing 
targeted learning, challenging assignments, coaching of potential leaders, 
and instituting 360-degree feedback. Improving sales training and salesforce 
evaluation resulted in increases in sales for several BEST organizations. For 
one BEST organization, customer service improvements resulted from using 

feedback from calls and data mining to coach employees, reward them, 
and recognize them when performance improved, taking the organization’s 
customer satisfaction ranking from last place to first in their industry.  

Overcoming talent gaps
Facing shortages of employees in their industries, several BEST organizations 
created programs to nurture their own talent. One BEST organization decided 
to fill the talent gap by developing a curriculum in a new IT domain and 
creating an alliance with colleges and universities to offer the new program. 
More than 70 colleges and universities offer the new curriculum and more 
than 1,500 students are enrolled. In addition to creating a new labor pool, 
the initiative is driving consistency and expanding the breadth of the domain. 
Another organization created a certification process for an area of high 
turnover due to a talent drain to other countries. The organization hired and 
trained people using a train-the-trainer model, doubling the growth rate and 
experiencing a quicker hire-to-productivity time. One organization created 
a program to develop their employees for more challenging assignments 
by providing the opportunity to attend a community college for skills 
development. Eighty-eight percent of participants completed the program, 
giving some the push they needed to pursue higher education. 

Cultivating a multicultural environment
Effectively operating in a multicultural world was the focus of several BEST 
organizations. For one organization, it involved developing a more expansive 
definition of cultural diversity as well as a roadmap for developing skills and 
coping with the changes necessitated by integrating numerous corporate 
cultures into one culture due to corporate acquisitions. For another, it involved 
improving cross-cultural awareness and reducing cultural risk for a global 
corporation operating in more than 150 countries. A third company created 
an outreach initiative for employees that targeted improving communications 
with Spanish-speaking customers. This program also included a community 
service training initiative for Spanish-speaking customers in the form of 
telenovela scenarios and radio call-in shows covering topics related to living 
and working in the United States.    
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Figure 17: Average Percentage of Employee Access To and Usage  
of Different Learning Opportunities (BEST)
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Non-training performance improvement solutions accounted for an average of 
44.11 percent of the learning function’s resources in BEST organizations, a 
small increase over the previous year. The non-training activities that received 
the most resources were organizational development, process analysis and 
improvement, and job-specific tools and resources.

Learning professionals in BEST organizations used their expertise in a variety 
of ways for non-training initiatives reported in 2007. In some cases, they 
provided guidance to the business units, while in others they developed 
and created programs, processes, and strategies for non-training initiatives. 
Learning functions were instrumental in the design and implementation 
of performance and knowledge management systems and employee 
engagement initiatives. 

What works for the BEST
BEST organizations practiced a broad range of non-learning performance 
initiatives in 2007, which included

•	 using technology to create communities of practice and facilitate  
	 online collaboration

•	 changing cultural awareness, implementing diversity and inclusion  
	 initiatives, and developing capacity to expand to other countries  
	 by developing cultural sensitivity

•	 integrating the talent management process with three- to five-year  
	 business plans to identify talent and skills required to be successful  
	 in the future

•	 creating a supply of potential leaders by setting standards for talent  
	 assessment, leadership development interventions, and communication

•	 cascading the Six Sigma methodology through the organization  
	 to provide a unifying framework for the company

•	 introducing pay-for-performance plans and new performance review  
	 and performance management systems to support performance  
	 management processes

•	 developing an online document management system for all operational  
	 manuals and standards that could be easily accessed by employees  
	 at 550 sites

•	 creating and implementing tools to manage knowledge and developing  
	 an organizational knowledge strategy

•	 designing and implementing new processes for investment reviews,  
	 performance consulting, and laboratory improvements

•	 emphasizing innovation by creating a culture of innovative thinking  
	 and a process for employees to develop and submit their innovations

•	 instituting a process excellence initiative using Six Sigma and LEAN  
	 methodologies combined with emphasis on change leadership  
	 and cultural acceptance.

Figure 18: Average Percentage of Learning Function Resources Devoted  
to Performance Improvement Solutions (BEST)
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Survey Questions

Note: The following pages contain the instrument used to collect data from those organizations which applied for the ASTD BEST Award. Other respondents 
submitted data through the new ASTD WLP Scorecard® which had a somewhat different layout but the same set of questions. In 2008, all organizations 
will submit using the WLP Scorecard® as that will be part of the BEST Awards submission process. Projections for a company’s next fiscal year are no longer 
included in the survey.

2006

1. Average number of full-time equivalent (FTE) employees

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

3. Organization’s total revenue

4. Organization’s net profit/income (before taxes)

5. Organization’s total direct expenditure on learning and performance

6. Percentage of total direct expenditure for outsourced activities

7. Percentage of total direct expenditure for tuition reimbursement/educational assistance

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

9. Total number of hours of formal learning activities available/provided

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

11. Percentage of learning content (available/provided) devoted to the following areas: 
(a) Executive development 
(b) Managerial and supervisory skills 
(c) Sales (not including product knowledge) 
(d) Customer service 
(e) Mandatory and compliance (e.g., safety, security) 
(f) Processes, procedures, business practices, and quality 
(g) Information technology and systems skills (e.g., enterprise and desktop software) 
(h) Interpersonal skills (e.g., communication, team work) 
(i) New employee orientation 
(j) Basic skills 
(k) Profession-specific or industry-specific content (e.g., engineering, accounting, law, medicine) 
(l) Product knowledge 
(m) Other	

12. Percentage of formal learning hours available/provided which are delivered in the following ways: 
(a) Live instructor-led real classroom 
(b) Live instructor-led virtual (online) classroom 
(c) Live instructor-led remote, but not online (e.g., satellite, video conference, teleconference) 
(d) Self-paced online (networked) 
(e) Self-paced stand-alone (non-networked) computer-based (e.g., CD-ROM) 
(f) Technology other than computer (e.g., videotape, audio CD, mobile) 
(g) Self-paced non-technology delivered (i.e., print) 
(h) Other

13. Percentage of formal learning hours used/received which are delivered in the following ways: 
(a) Live instructor-led real classroom 
(b) Live instructor-led virtual (online) classroom 
(c) Live instructor-led remote, but not online (e.g., satellite, video conference, teleconference) 
(d) Self-paced online (networked) 
(e) Self-paced stand-alone (non-networked) computer-based (e.g., CD-ROM) 
(f) Technology other than computer (e.g., videotape, audio CD, mobile) 
(g) Self-paced non-technology delivered (i.e., print) 
(h) Other	

Definitions
Appendix
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Delivery Methods  
(Percentage delivered in the following ways)

Percentage of learning hours available via different delivery methods. Total 
should equal 100 percent. 
•	 Live instructor-led real classroom 
•	 Live instructor-led virtual (online) classroom 
•	 Live instructor-led remote, but not online  
	 (e.g., satellite, video conference, teleconference) 
•	 Self-paced online (networked) 
•	 Self-paced stand-alone (non-networked) computer-based 
	 (i.e., CD-ROM) 
•	 Technology other than computer (e.g., videotape, audio CD, mobile) 
•	 Self-paced non-technology (i.e., print) 
•	 Other	

Direct Learning Investment	
Total direct costs for learning, including formal learning, work-based 
learning, and learning function’s contribution to non-training performance 
improvement solutions.

Direct expenditure for the learning function includes: 
•	 Learning and performance staff salaries (gross wages without benefits  
	 or employer-paid taxes) 
•	 Travel costs for learning and performance staff 
•	 Administrative costs 
•	 Non-salary development costs 
•	 Non-salary delivery costs (classroom facilities,  
	 online infrastructure, etc.) 
•	 Outsourced activities 
•	 Tuition reimbursements.

Direct expenditure does not include: 
•	 Learners’ travel expenses 
•	 Costs of participants’ conference attendance, fees, and travel 
•	 Cost of lost work time while engaged in learning formal activities   
•	 Costs of internal subject matter experts’ time for content analysis,  
	 coaching, and knowledge sharing.

External Services Expenditure
Percentage of total direct learning expenditure for external services. 
Includes consultants and consultant services, content development and 
licenses, and workshops and training programs delivered by external 
providers. Does not include tuition reimbursement for educational programs 
at educational institutions.

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

Learning Hours Used
Total learning hours accessed or completed. Determined by multiplying 
the number of hours available by the number of employees who accessed 
or completed the learning content. For example, if 100 employees 
participated in an eight-hour workshop on project management, the total 
hours received is 800, but the total hours available is eight. Hours used is 
sometimes referred to as hours received or consumed. 

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

Indirect costs for learning include 
•	 Learners’ travel expenses 
•	 Participants’ conference attendance, fees, travel, lodging, meals,  
	 and ground transportation 
•	 Work time lost while engaged in formal learning activities 
•	 Internal subject matter experts’ time for content analysis, coaching,  
	 and knowledge sharing.

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

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

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

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

Workplace Learning and Performance (WLP)
ASTD uses the phrase workplace learning and performance (WLP) to 
indicate the profession it represents. We have moved away from a training 
mindset to an emphasis on supporting learning within an organization and 
connecting the learning function to the improvement of individual, group, 
and organizational performance. In this report we use the phrase “learning 
and performance” where “training and development” might have been  
used before.

Definitions
Appendix
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BEST Application Questions
1.	 What percentage of your organization’s employees (a) have access to,  
	 and (b) take advantage of the following learning opportunities?

2.	 What percentage of your organization’s vice presidents and above support learning  
	 in the following ways: 
	 Public statements in support of learning                                                            % 
	 Participation in learning events as an instructor or speaker                                   % 
	 Inclusion of learning objectives as part of their performance goals                         %

3.	 Does your organization have a senior-level officer with responsibility for enterprise- 
	 wide learning, knowledge management, or other human capital  
	 management functions? 
	 q	 Yes 
	 q	 No

4.	 To whom does the learning function report? 
	 q	 Chief Executive Officer (CEO) 
	 q	 Chief Operating Officer (COO) 
	 q	 Chief Information Officer (CIO) 
	 q	 Chief Human Capital Officer (CHCO) 
	 q	 Vice President-Human Resources 
	 q	 Vice President-Knowledge Management 
	 q	 Line Manager 
	 q	 Other

5.	 Describe your organization’s most innovative learning initiative implemented within  
	 the past 12 months. 

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

7.	 Describe how decisions are made to select and design learning and performance  
	 interventions and initiatives in your organization.

8.	 Which of the following metrics does your organization use to measure performance? 
	 q	 Ability to retain essential employees 
	 q	 Employee satisfaction  
	 q	 Quality of products/services 
	 q	 Customer satisfaction 
	 q	 Cycle time reduction or improvement 
	 q	 Sales/revenues  
	 q	 Productivity improvement 
	 q	 Overall profitability 
	 q	 Other

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

10.	Which of the following metrics do you use to rate the efficiency of your  
	 organization’s learning function? 
	 q	 Content development costs 
	 q	 Content development cycle time 
	 q	 Time to deploy a new learning initiative 
	 q	 Numbers of employees trained per training staff member 
	 q	 Travel and accommodation costs 
	 q	 Number of employees trained 
	 q	 Time to employee readiness or competence 
	 q	 Cost savings realized through outsourcing learning initiatives 
	 q	 Other 

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

12.	Describe the processes or systems that you use to measure and report on the  
	 activities and impact of the learning function across the enterprise.

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

	 A.	 Learning solutions (all activities related to learning/training)  
		  total percentage	           % 
	 B.	 Non-Learning solutions 
		  Process analysis and improvement	           % 
		  Organizational development	           % 
		  Talent management	           % 
		  Knowledge management	           % 
		  Performance expectations	           % 
		  Performance feedback	           % 
		  Job-specific tools and resources	           % 
		  Incentives	           % 
		  Non-incentive motivational strategies	           % 
		  Other	           %

14.	Describe one non-learning performance improvement solution/initiative that the  
	 learning function contributed to during the past 12 months. Include information  
	 on how staff from the learning function were involved, what the impact of the  
	 initiative was on performance, how that impact was measured, and (if appropriate)  
	 how learning activities were integrated with the non-learning solution.

Access Take Advantage
Formal (event-based) learning activities (e.g., classes, workshops, online courses)                 %                 %

Mentoring and coaching                 %                 %

Knowledge sharing (e.g., experts on call, communities of practice)                 %                 %

Knowledge bases (e.g., searchable reference materials)                 %                 %

Job aids                 %                 %

Electronic performance support                 %                 %

On-the-job learning                 %                 %

Job rotation                 %                 %

Tuition reimbursement	                 %                 %

Employer-supported conference attendance                 %                 %

Financial support for memberships in professional associations                 %                 %

Appendix



Subscribe to ASTD’s WLP Scorecard® 
ASTD has launched a new online benchmarking tool, the WLP Scorecard®.  
It incorporates a comprehensive set of indicators and reporting frameworks 
to monitor and compare the alignment, efficiency, effectiveness,  
and sustainability of the learning function across organizations. 

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

For more detailed annual data

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

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

Join The ASTD Benchmarking Forum
Established in 1991, the ASTD Benchmarking Forum (BMF) is a consortium 
of private and public sector organizations from around the world. The 
BMF offers members unique opportunities to benchmark learning and 
performance improvement processes, practices, and outcomes. It also 
provides access to a worldwide network of high level training professionals. 
Special events and meetings are held for BMF member representatives 
throughout the year. In addition to a detailed annual survey of member 
organizations’ investments and practices, members can use an on-demand 
member-to-member survey service and access archives of all past surveys. 

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

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

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

ASTD (American Society for Training & Development) is the world’s largest association dedicated  
to workplace learning and performance professionals. ASTD’s members come from more than  
100 countries and connect locally in 136 U.S. chapters and 25 Global Networks. Members work  
in thousands of organizations of all sizes, in government, as independent consultants, and suppliers.

 

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

ASTD has made every effort to ensure responsible 
use of our natural resources in the production of this publication.

72.83  
trees preserved 
for the future

210.3 lbs 
water-borne 
waste not 
created

30,936 gal 
wastewater 
 flow saved

3,423 lbs 
solid waste  

not generated

6,740 lbs 
net greenhouse 
gases prevented

51,586,500 
BTUs energy  

not consumed

Environmental impact estimates were made using the Environmental Defense Paper Calculator.  
For more information visit http://www.papercalculator.org.




