Your 2022
Score
Learning Performance Benchmark

Introduction
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.

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

Data source
The benchmark scores have been established from the responses almost 800 pa-ticipants 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.

Your 2022 score

Overall paQticipant trends

.uick takeaways
You are 04b points 5elow the
average benchmark for this
year
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You are 84b points a5ove the
average for organisations in
your industry

You are 049 points a5ove the
average for your organisation
siWe

You need 04x more points to
move up to the next stage
of organisational learning
maturity
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SiE key components
Your maturity score comes from the interaction between 6 critical areas of impact. ‘e call them the S6 key components’. They comprise
the subsections in the S—trategy in practice and culture’ section of the review. ‘hich of the 6 key components is your strongest?and
which need a little work(

Strategy and 5usiness alignment
Benchmark: 6.21
Your industry )Local government5: 6.11
Your organisation siWe )10 / 2495: A.89
Your region )NustraliazZew 7ealand5: 6.21

,mployee eEperience
4.4

out of 9

,nvironment& talent and culture
Benchmark: A.42
Your industry )Local government5: A.28
Your organisation siWe )10 / 2495: A.A1
Your region )NustraliazZew 7ealand5: A.42
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A.6

out of 9

LXD team capa5ilities
A.8

out of 9

Organisational engagement
Benchmark: A.33
Your industry )Local government5: 4.08
Your organisation siWe )10 / 2495: 4.H8
Your region )NustraliazZew 7ealand5: A.33

Benchmark: A.1
Your industry )Local government5: 4.31
Your organisation siWe )10 / 2495: 4.9
Your region )NustraliazZew 7ealand5: A.1

Benchmark: 4.8
Your industry )Local government5: 3.8H
Your organisation siWe )10 / 2495: 4.AA
Your region )NustraliazZew 7ealand5: 4.8

A.2

out of 9

Learning impact
4.1

out of 9

Benchmark: 3.99
Your industry )Local government5: 3.96
Your organisation siWe )10 / 2495: 4.39
Your region )NustraliazZew 7ealand5: 3.99

4.6

out of 9
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Strategy and 5usiness alignment
N clear vision is critical for the success of your organisational learning strategy. ‘hat’s more, when a clear link exists between L&D
strategy and organisational critical outcomes, a pa-tnership has been developed based on a common understanding, demonstrating
value becomes less impo-tant.

4.4

out of 9

Cey :uestions to consider"
1. Cow well do you understand organisational needs and prioritise business strategy(
2. Cow do you establish governance for learning in your organisation(

Overall paQticipant trends

Cey 5ehaviours to 5e proud of
'ompared to the average for 2021, youEre doing great in the following
areas:
H out of 9 for
-our learning initiatives are delivered in time to meet the needs of
the 5usiness)vs 2021 average of A.A5

6 out of 9 for
-our learning initiatives suppoQt the skills the 5usiness needs)vs 2021 average of A.AA5
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,mployee eEperience
;mployee experience is a key tenet of any L&D strategy. It’s underpinned by 2 key indicators of a high/impact learning culture: 15 choice:
empowering employees to make their own decisions fosters a culture in which development is self/ledU and 25 motivation: to discover
what makes employees tick, leaders must explore their behaviours, practices and everyday experiences.

A.6

out of 9

Cey :uestions 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(

Overall paQticipant trends

Cey 5ehaviours to 5e proud of
'ompared to the average for 2021, youEre doing great in the following
areas:
H out of 9 for
-self1determined learning is common practice in our organisation)vs 2021 average of 4.625

6 out of 9 for
-individuals are recognised for their learning achievements)vs 2021 average of 4.635
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,nvironment& talent and culture
Nnother 3 key indicators of a high/impact learning culture are talent )e.g. L&D infused in all ve-tical and horiWontal moves,
including onboarding5, work culture )e.g. empowering managers to suppo-t employees5, and the organisational environment )e.g.
competition, financial situation5. qnderstanding them is a prereMuisite for maintaining healthy and productive pa-tnerships with multiple
stakeholders.

Cey :uestions to consider"
A.8

out of 9

1. Do you understand the determinants?both internal?and externalaffecting the success of your learning
strategy(
2. Nre you taking active measures to address these factors(

Overall paQticipant trends

Cey 5ehaviours to 5e proud of
'ompared to the average for 2021, youEre doing great in the following
areas:
8 out of 9 for
-mentoring is an impoQtant paQt of our work culture)vs 2021 average of 4.4H5

8 out of 9 for
-our organisation understands the value of learning from mistakes)vs 2021 average of A.125
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LXD team capa5ilities
Internal L&D capabilities, learning design, learning transfer, performance suppo-t and collaboration are key indicators of a high/ impact
learning culture. Nn L&D strategy that lacks the right team capabilities to actually execute it will always fail. ‘hat skills do you consider
a priority for your L&D professional to ensure a modernised learning strategy(

Cey :uestions to consider"
A.2

out of 9

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
suppo-t(

Overall paQticipant trends

Cey 5ehaviours to 5e proud of
'ompared to the average for 2021, youEre doing great in the following
areas:
H out of 9 for
-learning goals and outcomes are discussed with individuals 5efore
they staQt)vs 2021 average of 4.A95

6 out of 9 for
-we have audited the skills of our lXd team against those re:uired)vs 2021 average of 3.825
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Organisational engagement
Ganaging 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.

4.1

out of 9

Cey :uestions to consider"
1. Cave you identified the stakeholders you need to work with to deliver your learning strategy(
2. Cow can you more effectively connect with these people to put your strategy into practice(

Overall paQticipant trends

Cey 5ehaviours to 5e proud of
'ompared to the average for 2021, youEre doing great in the following
areas:
6 out of 9 for
-our classroom facilitators engage learners with digitally1ena5led
programmes)vs 2021 average of 4.615

6 out of 9 for
-senior managers demonstrate a commitment to learning)vs 2021 average of 4.945
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Learning impact
—hared knowledge of the impact that learning is having on performance drives the learning culture within your organisation. jathering
feedback from stakeholders, measuring effectiveness through analytics and benchmarking, and communicating successes with
managers and supervisors are vital paths to understanding this impact.

Cey :uestions to consider"
4.6

out of 9

1. Is your organisation fostering a culture of continual improvement(
2. Cow is your L&D strategy delivering on the 4 strategic levers of business )growth, transformation, productivity
and profitability5(

Overall paQticipant trends

Cey 5ehaviours to 5e proud of
'ompared to the average for 2021, youEre doing great in the following
areas:
6 out of 9 for
-we collect information from line managers on the eEtent to which
the learning points have 5een applied at work)vs 2021 average of 3.425

6 out of 9 for
-we collect information from learners on the eEtent to which the
learning points have 5een applied at work)vs 2021 average of 3.995
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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. ;ach stage of the •ourney delivers more impact and reduces friction.
By grouping organisations in this way, we can analyse what top performers )those at —tage 45 are doing differently, and offer insights
into the transformation •ourney.
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You are at:

Stage A" Kransactional LXD intervention
R You focus on efficiency
R Your L&D strategy is responsive, but would benefit from more detailed and informed planning
R You arenEt getting the most out of your data

Overall paQticipant trends
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Overall paQticipants 5y stage
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Fctiona5le insights
Caving completed the Learning Performance Benchmark, the next step of the •ourney 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 reMuired.

Tovernance

How to progress to stage 2"

‘ork with senior management to a-ticulate what JPIs and business metrics
Kight now, your strategic planning is reactive, not proactive. Your
would be best to measure learning impact. This will facilitate more strategic
L&D activity tends to meet only your employees’ immediate training decisions, because your metrics can guide and inform future behaviours.
needs. You’re not currently taking measures to future/proof your
organisation. Nnd your governing decisions don’t tend to be driven
by data or evidence/based principles.

ormal learning
Led my demand, your learning programmes may be focused
primarily on compliance training, and other transactional
interventions. Your L&D depa-tment might not be pa-ticularly
technologically advanced when it comes to developing, targeting,
and delivering programmes.
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How to progress to stage 2"
Improve learning flexibility by offering a wider range of courses, and utilise
technology in the delivery of those courses. It may be best to blend
face/to/face delivery with eLearning, rather than shift to exclusively digital
delivery methods.
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Learning in the flow of work

How to progress to stage 2"

You may be neglecting peer/to/peer learning and communities of
practice. Both the depa-tment and the organisation itself have only
a limited understanding of the benefits of improving accessibility of
learning materials.

Become more proactive in understanding what people need to learn in
order to carry out their roles more proficiently. ;ngage your learners in
one/to/one dialogues to explore their own reMuirements. You could also
conduct more rigorous research, be that in the form of surveys, interviews,
or focus groups.

Nole of LXD

How to progress to stage 2"

Nole of individuals

How to progress to stage 2"

Nudit in/house skills, and compare them to the highest/priority capabilities
Your organisation lacks the knowledge and capabilities to realise the for your organisation’s advancement. Draw on expe-ts and internal
depa-tments, and create a holistic perspective on how your learning team
benefits of learning innovation and digitalisation.
can suppo-t performance.

Learners are thought of only as recipients. Their potential value as
contributors hasn’t been recognised.

People learn most effectively when they’re granted the agency to engage
with materials and resources as they see fit, and in a way that suits them.
—o ideate ways of involving learners in the initial design stage of your L&D
strategy.

Nole of leaders

How to progress to stage 2"

Ganagers and senior executives need to embrace their roles and
get far more involved. Your L&D approach ce-tainly has the seed of
potential?but without affirmation from the top, it probably won’t
ever flower.
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The depa-tment needs to reimagine how it conducts its dialogue with key
stakeholders when communicating the benefits of its learning strategy.
—how them the immense potential of your L&D pro•ections, and iterate
precisely how they could be instrumental in propelling that vision into reality.
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Overall paQticipant 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.

Kechnology
‘hat are the most popular tools used to suppo-t learning and performance(
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Mhallenges
;very organisation faces obstacles to
getting the most out of their L&D
strategy. Cere’s a list of the most common
challenges:

In1house skill sets
Cere are the top L&D in/house capabilities
present in organisations. Zote that
this does not mean these are the
most effective capabilities, but simply
highlights what expe-tise the average L&D
team has in/house.
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Necommended reading
Below is a list of our research resources for improving your maturity score. These repo-ts have been compiled by our Kesearch & Insights
team. They include annual benchmark repo-ts on learning trends, plus in/depth topical repo-ts providing insights and practical advice
for making an impact.
Professionalising learning and development
Cow to build and change habits in the workplace
Driving performance and productivity
L&D’s relationship with data
The transformation •ourney
'hallenging perceptions of learners
Bridging the divide
‘ho moved my skills(
Driving the new learning organisation
Kisk in the '/suite
joing beyond ticking the box
The evolution of H0:20:10
Back to the future: why tomorrow’s workforce needs a learning culture
Driving leadership capability
Gaking an impact: how L&D leaders can demonstrate value
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Become paQt of our learning community
Foin our Learning Innovation jroup, a dynamic, thought/provoking and
practical community of practice for learning leaders. Vor over 10 years our
group has been running workshops, seminars and podcasts?all powered
by our independent research.
@isit
mindtoolsbusiness.comzlearningcommunityzlearning/innovation/group

Want fuQther insights?
‘e provide L&D with the suppo-t they need to bring together all key
stakeholders in the learning •ourney, 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 PD useful?
‘e’d love to get your thoughts. ‘hat was good( ‘as there
any information missing( Please let us know. ;mail us at
lpbenchmark mindtools.com

