
Your 2022 
Score
Learning Performance Benchmark



224/03/2022

Introduction

How is my score calculated?
Your score is an aggregate of 96 strategic behaviours, measured on a scale of 1–100. 
It tracks the overall health of your organisation’s learning strategy, and establishes 
a baseline for the coming year. In this way, your score indicates not only the impact 
of your L&D strategy in practice, but also the extent of your digital innovation, and 
how well your organisation is embedding behavioural change. The learning maturity 
score has a positive relationship to the 4 strategic levers of business: 
1. growth 
2. transformation 
3. productivity 
4. profitability.

What is the Learning Performance Benchmark?
The Learning Performance Benchmark is an independent and confidential L&D 
comparison tool. It is designed to uncover gaps in your learning strategy, identify 
what to prioritise and benchmarks you against your peers. 

Data source
The benchmark scores have been established from the responses almost 800 
participants from the private, public and not-for-profit sectors who
completed the 2021 Learning Performance Benchmark.
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Learning maturity score
Your maturity score provides a benchmark measurement of how well you have implemented your learning strategy across 6 key 
components. Those with the highest scores are consistently achieving the best results for their organisations and their people.

Quick takeaways  

You are 11.0 points above the 
average benchmark for this year

You are 6.1 points above the 
average for organisations in your 

industry

You are 13.9 points above the 
average for your organisation size

You need 3.9 more points to 
move up to the next stage of 

organisational learning maturity

below 2021
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Learning impact
Benchmark: 6.4
Your industry (Art, media and design): 4.5
Your organisation size (10-249): 3.9
Your region (USA/Canada): 4.0

Organisational engagement
Benchmark: 4.7
Your industry (Art, media and design): 4.8
Your organisation size (10-249): 4.4
Your region (USA/Canada): 4.6

Environment, talent and culture
Benchmark: 5.1
Your industry (Art, media and design): 5.7
Your organisation size (10-249): 5.0
Your region (USA/Canada): 5.1

Six key components
Your maturity score comes from the interaction between 6 critical areas of impact. We call them the ‘6 key components’. They 
comprise the subsections in the ‘Strategy in practice and culture’ section of the review. Which of the 6 key components is your 
strongest—and which need a little work?

Employee experience
Benchmark: 5.2
Your industry (Art, media and design): 4.7
Your organisation size (10-249): 4.8
Your region (USA/Canada): 5.1

L&D team capabilities
Benchmark:4.8
Your industry (Art, media and design): 5.5
Your organisation size (10-249): 4.6
Your region (USA/Canada): 4.8

Strategy and business alignment
Benchmark: 5.4
Your industry (Art, media and design): 5.8
Your organisation size (10-249): 4.9
Your region (USA/Canada): 5.5

5.4
 out of 9

3.8
 out of 9

4.3
 out of 9

6.0
 out of 9

7.2
 out of 9

6.4
 out of 9
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Strategy and business alignment
EXPLORING THE SIX KEY COMPONENTS

A clear vision is critical for the success of your organisational learning strategy. What’s more, when a clear link exists between 
L&D strategy and organisational critical outcomes, a partnership has been developed based on a common understanding, 
demonstrating value becomes less important.

7 out of 9 
“business leaders recognise the organisational learning is aligned with the 

overall business plan” 
(vs 2021 average of 4.9)

7 out of 9 for
“we work with senior management to agree business metrics/kpis for 

measuring learning impact”
(vs 2021 average of 4.5)

Key behaviours to be proud of
Compared to the average for 2021, you’re doing great in the following areas:

Key questions to consider:
1.  How well do you understand organisational needs and prioritise business strategy?

2. How do you establish governance for learning in your organisation?

5.4
 out of 9
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Employee experience
EXPLORING THE SIX KEY COMPONENTS

Employee experience is a key tenet of any L&D strategy. It’s underpinned by 2 key indicators of a high-impact learning culture: 1) 
choice: empowering employees to make their own decisions fosters a culture in which development is self-led; and 2) motivation: 
to discover what makes employees tick, leaders must explore their behaviours, practices and everyday experiences.

7 out of 9 for
“people can access clear information on learning opportunities available  

to them”
(vs 2021 average of 5.28)

4 out of 9 for
“we support career development with digitally-enabled learning”

(vs 2021 average of 4.36)

Key behaviours to be proud of
Compared to the average for 2021, you’re doing great in the following areas:

Key questions to consider:
1. Do your people have a voice when it comes to adapting your organisation’s learning strategy?

2. Does your L&D consider their motivations, and allow for autonomy and choice?

3.8
 out of 9
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Environment, talent and culture
EXPLORING THE SIX KEY COMPONENTS

Another 3 key indicators of a high-impact learning culture are talent (e.g. L&D infused in all vertical and horizontal moves, including 
onboarding), work culture (e.g. empowering managers to support employees), and the organisational environment (e.g. competition, 
financial situation). Understanding them is a prerequisite for maintaining healthy and productive partnerships with multiple stakeholders.

8 out of 9 for
“we formalise our approach to working with internal subject matter 

experts”
(vs 2021 average of 6.03)

7 out of 9 for
“our people are actively encouraged to take on new work experiences as 

an opportunity to learn”
(vs 2021 average of 5.06)

Key behaviours to be proud of
Compared to the average for 2021, you’re doing great in the following areas:

Key questions to consider:
1. Do you understand the determinants—both internal and external—affecting the success of your learning strategy?

2. Are you taking active measures to address these factors?

4.3
 out of 9
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L&D team capabilities
EXPLORING THE SIX KEY COMPONENTS

Internal L&D capabilities, learning design, learning transfer, performance support and collaboration are key indicators of a high-
impact learning culture. An L&D strategy that lacks the right team capabilities to actually execute it will always fail. What skills do 
you consider a priority for your L&D professional to ensure a modernised learning strategy?

9 out of 9 for
“managers encourage and make time for social and informal learning”

(vs 2021 average of 3.96)

7 out of 9 for
“we use diagnostic tools to tailor learning to individual needs”

(vs 2021 average of 3.23)

Key behaviours to be proud of
Compared to the average for 2021, you’re doing great in the following areas:

Key questions to consider:
1. Does your team have the capacity to enable learning in the flow of work?

2. Is evidence-based practice embedded in how your organisation makes decisions about learning and performance support?

6.0
 out of 9
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Organisational engagement
EXPLORING THE SIX KEY COMPONENTS

Managing change successfully and engaging key stakeholders is critical to success. Through engagement, employees feel more 
empowered, and are more committed to your organisation’s L&D vision, regardless of whether they’re learners, facilitators or 
leaders. That’s why organisational engagement is a key indicator of a high-impact learning culture.

9 out of 9 for
“we provide our learning initiatives with a specific identity and brand”

(vs 2021 average of 5.31)

8 out of 9 for
“we involve users in the design of the most appropriate learning approach”

(vs 2021 average of 4.37)

Key behaviours to be proud of
Compared to the average for 2021, you’re doing great in the following areas:

Key questions to consider:
1. Have you identified the stakeholders you need to work with to deliver your learning strategy?

2. How can you more effectively connect with these people to put your strategy into practice?

7.2
 out of 9
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Learning impact
EXPLORING THE SIX KEY COMPONENTS

Shared knowledge of the impact that learning is having on performance drives the learning culture within your organisation. 
Gathering feedback from stakeholders, measuring effectiveness through analytics and benchmarking, and communicating 
successes with managers and supervisors are vital paths to understanding this impact.

8 out of 9 for
“we measure specific business metrics when evaluating the effectiveness 

of learning”
(vs 2021 average of 3.55)

7 out of 9 for
“we calculate return on investment for our learning programmes”

(vs 2021 average of 2.98)

Key behaviours to be proud of
Compared to the average for 2021, you’re doing great in the following areas:

Key questions to consider:
1. Is your organisation fostering a culture of continual improvement?

2. How is your L&D strategy delivering on the 4 strategic levers of business (growth, transformation, productivity and profitability)?

6.4
 out of 9
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Learning maturity stage
Your maturity score sits within one stage of our 4-phase maturity model. This model shows the transformation of an L&D team and 
its impact on your organisation. Each stage of the journey delivers more impact and reduces friction.

By grouping organisations in this way, we can analyse what top performers (those at Stage 4) are doing differently, and offer 
insights into the transformation journey.

You are at:
Stage 1: Transactional L&D intervention

Stage 1: Transactional L&D 
intervention
(0–49: Surface impact)

Stage 2: Implementing L&D 
programmes
(50–62: Low impact)

Stage 3: Proactive talent and 
performance strategy
(63–72: Moderate impact)

Stage 4: High-impact learning culture
(73–100: Deep impact)
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You are at:
Stage 1: Transactional L&D intervention

• You focus on efficiency

• Your L&D strategy is responsive, but would benefit from more detailed and informed planning

• You aren’t getting the most out of your data

Overall participants by stageOverall participants trends
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Actionable insights
Having completed the Learning Performance Benchmark, the next step of the journey is to take concrete actions that will help you 
and your team embed a high-performing learning culture. 

The following recommendations are underpinned by two decades of research and data. The focus is on transitioning between 
stages, highlighting where priorities should be placed, what challenges to expect, and what L&D capabilities are required.

Governance
Departments at this stage have good business awareness, making some 
decisions according to business needs. However, decisions are often 
made in isolation, lacking a cohesive strategic approach. 

How to progress to Stage 2
Adopting an outcomes-first approach to L&D is the next target for L&D 
transformation. In an outcomes-first approach, the primary concern is 
the identification of the ways in which an organisation can benefit from 
learning in both the long and the short-term. This knowledge can then be 
used as a platform for learning programme design.

Formal learning 
Learning leaders at this level apply technology in the way that 
they deliver learning. They are often experimenting with different 
combinations of technologies and face-to-face learning. 

At this stage, learners have some freedom and flexibility in how and when 
they learn. 

How to progress to Stage 2
To progress further, L&D departments at this level tend to focus on 
understanding how learning can be applied by employees. What skills 
would have a real impact on day-to-day work of the organisation? And 
how does this link back to overall business goals? 
Organisations at this stage tend to also find it beneficial to focus on 
incorporating more stakeholder perspectives into their programme 
designs. 
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Role of L&D 
There is limited confidence in embracing technology, and limited 
capability to do so. At this stage, you often see the beginnings of 
investment into improving the skills of the L&D department itself, rather 
than only focussing on the skills of the general workforce. 

How to progress to Stage 2
In terms of the role of L&D, the next push should be toward building 
confidence as business enablers. This will involve consolidating 
experience with stakeholders and reflecting on how to pay this 
knowledge forward in the journey to becoming internal consultants at 
the organisation. 

Role of individuals 
Departments at this stage may underestimate the ability of their learners 
to manage their own learning.  

How to progress to Stage 2
To get to the next stage, learners should be given a platform to express 
their views about how learning programmes are delivered. Establishing 
a support network for learners is also an important step for the 
development of organisational learning culture. 

Role of leaders 
At this stage, managers are starting to provide input into the design 
of learning programmes. However, L&D departments still struggle to 
influence organisational culture. 

How to progress to Stage 2
Business leaders and managers need to be committed to on the job 
learning. Departments at this stage would benefit from facilitating 
discussions across the organisation to promote the value of continuous, 
peer-to-peer learning. 

Learning in the flow of work 
A great tool at this level is the use of marketing-style campaigns to 
improve participation rates and employee awareness of L&D services. 
However, security concerns limit how widely learning resources are 
shared.

How to progress to Stage 2
The next step toward to establishing a learning culture, is to encourage 
and facilitate learning outside of formal training courses. When 
developing a learning programme, opting for social and informal 
approaches will help embed learning within the organisation, facilitating 
a continually developing workforce.  
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Overall participant trends
These trends are based on comprehensive data derived from every response to the Learning Performance Benchmark. This 
informs you about what other organisations are doing, what’s on trend—and whether you’re missing out on anything.

What are the most popular tools used to support learning and performance?

Technology
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Challenges

In-house skill sets

Every organisation faces obstacles 
to getting the most out of their L&D 
strategy. Here’s a list of the most 
common challenges:

Here are the top L&D in-house 
capabilities present in organisations. 
Note that this does not mean these 
are the most effective capabilities, but 
simply highlights what expertise the 
average L&D team has in-house.
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Recommended reading

Professionalising learning and development

How to build and change habits in the workplace

Driving performance and productivity

L&D’s relationship with data

The transformation journey

Challenging perceptions of learners

Bridging the divide

Who moved my skills?

Driving the new learning organisation

Risk in the C-suite

Going beyond ticking the box

The evolution of 70:20:10

Back to the future: why tomorrow’s workforce needs a learning culture

Driving leadership capability

Making an impact: how L&D leaders can demonstrate value

Below is a list of our research resources for improving your maturity score. These reports have been compiled by our Research 
& Insights team. They include annual benchmark reports on learning trends, plus in-depth topical reports providing insights and 
practical advice for making an impact.
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Become part of our learning community
Join our Learning Innovation Group, a dynamic, thought-provoking and practical 
community of practice for learning leaders. For over 10 years our group has been 
running workshops, seminars and podcasts—all powered by our independent 
research.

Visit mindtoolsbusiness.com/learningcommunity/learning-innovation-group

Want further insights?
We provide L&D with the support they need to bring together all key stakeholders 
in the learning journey, ensuring the learning function works effectively to embed 
a high-performing learning culture across the business. By applying the breadth 
and depth of our industry analytics and our robust, evidence-based approach, we 
will connect your learning decisions and outcomes to real business impact. If you 
think your organisation would benefit from our analyst service, email  
insights@mindtools.com

Was this PDF useful?
We’d love to get your thoughts. What was good? Was there any information 
missing? Please let us know. Email us at lpbenchmark@mindtools.com


