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71%

56% 

64%

OF RESPONDENTS PREDICT THAT 
NO ROLES WILL DISAPPEAR IN THE 
NEXT 5 YEARS

OF TRAINERS USE 
WEBINARS TO BUILD 
THEIR SKILLS

ONLY 56% OF TRAINERS 
USE AN LMS

OF TEAMS USE COACHING 
AND MENTORING AS A 
TRAINING METHOD

FOR MOST EXTERNAL 
TRAINERS, 

IS THEIR TOP 
CHALLENGE

60%

53%

OF TRAINERS PROVIDE JOB-
SPECIFIC SKILL TRAINING

OF TRAINERS WANT TO 
PROVIDE BOTH PRINT 
AND DIGITAL CONTENT 
IN THE FUTURE

MARKETING 
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Introduction

by B. Kim Barnes

Introduction

The State of Learning and De-
velopment Report 2018 reveals 
that the human heart and mind is 
imperative to effective corporate 
learning. 

In reviewing the report, it‘s inter-
esting to note that while a large 
number of trainers are investigat-
ing new, higher-tech approaches, 
the greatest growth came in the 
use of coaching and mentoring. I 
thought of the aphorism about the 
best school being a log with the 
teacher at one end and the student 
at the other. (Although I believed it 
was a description from Socrates, 
it turns out to be something that 
President Garfield said about edu-
cator Mark Hopkins. Who knew?) 

I was reminded that tools can sup-
port great teaching and learning, 
but – at least until much greater 
advances in AI – those tools are 
only useful in the hands of those 
with knowledge, wisdom, the 
respect of the learner, and flexi-
bility: Flexibility to apply them with 
sensitivity to how different people 
learn; flexibility to match the topic 
to the tool; flexibility to mix and 
change one’s approach throughout 
a learning journey.

What is important in these results 
is that there is no one best way 
to deliver learning. We have a 
diverse group of challenges and a 
wealth of ways to meet those chal-
lenges. It’s no longer either/or, but 
rather what works best to support 
a particular initiative or a specific 
individual. 

by B. Kim Barnes
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“The ideal col-
lege is Mark 
Hopkins on one 
end of a log and 
a student on the 
other.”

-James A. Garfield
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Something that we can all agree 
on is that time is critical and 
budgets are tight. Learning is not 
a luxury, but needs to be imme-
diately applicable and reinforced. 
Solutions where the learning, 
rather than being isolated from 
day-to-day work, is creatively en-
tangled with it can save both time 
and resources. This can include 
on-the-job peer coaching, quick-
ly accessible micro-learning, or 
face-to-face workshops that utilize 
real work issues and opportunities 
to teach complex leadership and 
behavioral skills.

The trends continue to support 
the idea of blending many tech-
nologies to create custom or 
customizable learning solutions. 
While some approaches, such 
as gamification, are more com-
plex to develop or expensive to 
purchase, others, including men-
toring, coaching, and web-based 
discussions, are more accessible 
to smaller organizations or those 
with leaner budgets.

The basis for learning that lasts is 
experience – whether in a virtual 
world, a classroom, or on the job. 
Poorly designed learning isn’t im-
proved by bells and whistles. 

Learning professionals who 
responded to this questionnaire 
fulfill many roles. One that I’ve 
heard many internal consultants 
describe wasn’t part of this study, 
but perhaps deserves discussion: 
that of the “organizational anthro-
pologist.”  

Someone who sees across the 
organization, is attuned to, yet 
not entirely absorbed into the 
culture – and is thus able to notice 
and even predict learning needs 
that are not always obvious in our 
constantly changing global organi-
zations.

In characterizing the range of new 
offerings planned for next year, 
I noticed the richness and com-
plexity of the “soft skills” (or, as we 
prefer to call them, the “difficult 
skills”) that were included in the 
list. Leadership, influence, inno-
vation, emotional intelligence and 
cultural competency involve our 
personal, real selves at work. They 
are not easy to boil down to a rule-
based set of practices, but require 
thought, insight, and self-aware-
ness. 

While some things may be done 
better through technological solu-
tions, it is the human heart and 
mind that must be engaged for 
real change in the workplace to 
occur. The learning professionals 
of the future must and will con-
tinue to balance understanding 
and application, scalability and 
individualization, collaboration and 
healthy competition, technology 
and human connection.



Introduction

As I reviewed this year’s State of 
Learning and Development report, 
I found it fascinating that one of 
the permeating themes was an 
emphasis on the “human touch” 
in delivering training. Despite 
the fact that we are in the 21st 
century and witness to amazing 
technological breakthroughs such 
as self-driving cars and voice-con-
trolled systems to turn on our 
lights for us, I was thrilled to see 
that the most popular methods for 
delivering content and developing 
people still has an actual human 
playing a significant role.  

Although teams remain consis-
tently lean and the number of 
“hats” trainers have to wear con-
tinues to increase, coaching and 
mentoring dominated as common 
methods of training.  And, for the 
first time, coaching/mentoring 
bumped “virtual self-paced train-
ing” out of the top three spot for 
preferred training methods.  As 
a matter of fact, training that is 
perceived as “less formal” - such 
as peer-to-peer learning and just-
in-time learning exercises - surged 
ahead of more formal or technolo-
gy-based methods. 

Virtual and augmented reality cer-
tainly remain of interest to many, 
but this method continues to elude 
most of us, and in reality only a 
small percentage have implement-
ed or have future plans to imple-
ment. It would appear that for now 
AI and AR are mainly being adopt-
ed in big companies with a greater 
need or more generous resources 

by Ann McDonald

by Ann McDonald
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such as those in the Healthcare, 
Manufacturing, Government and 
Technology sectors. But it’s not 
just a matter of these industries 
having more resources: these sec-
tors also have much higher stakes 
at play in training scenarios and 
therefore require a simulated and 
risk-free practice environment to 
ensure accuracy on the job.  

Additional trends from last year’s 
report that were not adopted as 
widely as we might have anticipat-
ed were microlearning and gamifi-
cation.  Although there were inten-
tions of implementing programs 
or strategies incorporating these 
tools and methods, significantly 
fewer actually followed through, 
and moving forward, fewer than 
30% have plans to implement ei-
ther microlearning or gamification 
in the next two years. 

Another tool that continues to 
decline in use is the learning 
management system (LMS). This 
year’s results saw the biggest 
decrease yet with an 11% dip in 
trainers who reported using an 
LMS. And for those who still use 
an LMS, lack of end-user features 
and administrative headaches 
continue be the number one com-
plaint about those systems.  

While these decreases in num-
bers may make it sound like L&D 
is turning its back on technology, 
I believe the reality is simply that 
we understand more than ever 
the need to provide learning in 
the flow of work, when it is need-

ed, in the simplest way possible, 
through a variety of different 
training mediums.  

In order to meet the varying 
needs of learners and to make 
sure that content is readily ac-
cessible and easily digestible, a 
single technology solution, app, 
or tool is not the answer. Most of 
the survey participants do indi-
cate using a blended approach 
to learning, provide and distribute 
content in both a print and digital 
format, and use varying degrees of 
technology solutions to enhance 
their training. 

Additionally, some trainers are 
shifting their focus from how 
technology impacts their content 
and learners to how it impacts 
their roles and are looking at new 
technology methodologies that 
transform them from being the 
actual teachers to curators or 
guides. Which leads us to the sub-
ject of how we are perceiving L&D 
roles to change in the next 5 years. 
Fortunately, the overall outlook is 
optimistic, with a majority per-
ception that most L&D roles will 
be sustained and that there could 
be the addition of future roles in 
areas ranging from data analysis 
to culture and wellness.  

Finally, as a fellow L & D profes-
sional, I am always eager to see 
the responses to the question of 
how training teams learn. Con-
sistent with last year’s report, it 
seems that we mostly rely on 
webinars or just-in-time resources 

like YouTube, industry blogs, or 
TedTalks.  This “information in the 
workflow” approach is consistent 
with what we perceive as a needed 
training strategy for our learners; 
however, we fall a little short in 
the “human touch” approach to 
cultivating our own skills. Only 
about one-third of the survey 
respondents indicated using social 
networking to build their skills, 
which means the majority of us 
rely on signing up for webinars 
and hoping to watch the recording 
at some point.  

In the spirit of leading by example 
for my learners this year, I plan 
to add more “human touch” com-
ponents to my own development 
plan. I hope that you, too, find 
something in this report this year 
that will have an impact on how 
you shape learning for yourself, 
your organization and your learn-
ers. Enjoy!



About This Report

Every year, we produce this State of Learning and 
Development Report to share with our community of 
learning professionals. The report is based on survey 
answers collected from learning professionals in Mim-
eo and Barnes & Conti’s communities. 

Our goal each year is to describe:
• What does the average training team look like?
• What kind of training does the average team 

produce?
• What technology does the average training 

team leverage?
• How do training teams measure their success?
• How do learning professionals learn?

In addition to questions on the above topics, we also 
asked respondents to define the state of corporate 
learning in their own words. You’ll see select quotes 
throughout the report. 

Now in its third year, the report reveals that in some 
ways, training teams are universal across time and in-
dustry: they are small, cash-strapped, and scrappy. In 
other ways, training professionals continue to evolve. 
Their sights are set on new technologies and new con-
tent to impact their organizations’ corporate cultures 
and to demand a seat at the table.
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“Corporate 
learning has 
increased and 
companies are 
realizing the 
value of high-
ly trained and 
happy employ-
ees. Successful 
training helps 
your bottom 
line, the budget, 
employee reten-
tion, employee 
satisfaction, and 
overall company 
growth.”
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This year, we gathered 263 responses from L&D profes-
sionals, mostly from throughout North America: 

USA
Canada
Germany
UK
Australia
France
Ireland
Denmark
Hong Kong
Italy
Korea
Malaysia
Mexico
Netherlands
Saudi Arabia
Switzerland

219
7
7
4
2
2
2
1
1
1
1
1
1
1
1
1
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263
RESPONDENTS

“It is vital for 
companies to 
invest in learn-
ing and devel-
opment for their 
employees. It is 
how you show  
you care for your  
employees.”



About Our Respondents

Measured by both employee-count and annual revenue, the majority of our respondents work at large 
companies, followed closely by very small companies. 

Throughout the report, we’ll take a look at how company size impacts the state of learning. When 
comparing company size, “big companies” will be defined as >500 employees and “small compa-
nies” as <500 employees. 

What is your company’s employee count?

What state is your 
company headquartered?

45 1

1-50 Employees

51-100 Employees

30%
4%

17%
10%

39%

101-500 Employees

501-1000 Employees

>1000 Employees
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In what industry is your organization?

What is your company’s annual revenue?

Respondents were fairly evenly split among industries, represented the most by Business Consulting 
and Technology and Software companies. (When comparing results across industry segment, we 
have left out wholesale trade and information publishing because there were not enough respon-
dents in those industries to draw relevant conclusions.)

22%
14%

13%
5%

14%
10%

23%

0-1 million

1-10 million

10-50 million

50-100 million

100-500 million

500 million -1 billion

1 billion+

17%
14%

13%
11% 10%

Business 
Consulting

Technology 
and Software

Non-Profit Corporate 
Training

Manufacturing

</></>
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Does the 
Average 
Training 
Team Look 
Like?



What Does the Average Training Team Look Like?

We know from our past reports that training teams are lean machines. 
Once again, the majority of training professionals are on teams of 1-3 
or 4-10 people. Only 5% are on teams of more than 100.

We’ll use team size as a differentiator on results throughout this report. 
“Big teams” are defined as any team larger with 11 or more members, 
while “small teams” are between 1 and 10 people. 

How many people are on your learning team?

While big companies reported bigger teams - only 55% are on teams of fewer than 10 people, and 
11% are on a team of more than 100 professionals - that does not mean the ratio of trainer to learner 
is any improved. Since the majority of respondents are responsible for training over 1,000 learners 
per year, all teams are stretched thin. 

“A growing in-
dustry. Open to 
technological 
innovation.”

1-3

4-10

11-25

26-50

>100

51-100

14%

36%

34%

7%

5%

3%
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What 
percentage 
of your 
learners are 
remote?

How many 
learners per 
year are you 
responsible for 
training? (Internal 
trainers)

For most internal trainers, some portion of their population are remote learners. 11% are responsible 
for a completely remote learning population, and 21% have no remote learners whatsoever.

Professionals on small teams must wear multiple hats to thrive. We asked our respondents to select 
their responsibilities from a picklist. Our survey respondents reported covering an average of 5 
responsibilities, an increase from 4.75 in 2017.

The roles most likely to answer with 
only one responsibility were learning 
professionals with siloed functions 
such as instructional designer, facili-
tator, or manager:
• Solely responsible for designing 

content
• Solely responsible for facilitating 

courses
• Solely responsible for deciding 

strategy for the L&D department

The most common combination of 
responsibilities describe a learning 
professional who: Works with 

external 
partners

Coordinates 
training 
logistics

Serves as a 
subject matter 

expert

Hires and 
manages the 

L&D team

Decides 
strategy for 

the L&D 
department

Purchases 
learning 

technology 
and resources

Facilitates 
courses

Designs 
content

1,000+

10

1-500

1-5
0

50

1-1000

51
-100

21% 16% 14% 7%43%

0%

25%

50%

75%

100%

21%

26%

20%

22%

11%



What Are The Biggest Challeng-
es Facing Training Teams?

Internal vs External

What Does the Average Training Team Look Like?

Every year, we ask what challenges our respondents face.

Internal vs External

To understand trainers’ challenges, we first asked respondents whether 
they train an internal employee population or external. 

There was a pretty even split between internal and external trainers in the 
survey. Of the external trainers, half provide custom learning for a client 
and another half provide training for customers or members (a small 
percentage provide both).

What Are The Biggest Challenges Facing Training Teams?

Do you produce training for an internal or external audience?

INTERNALEXTERNAL

Internal trainers’ challenges are perennial and have barely changed since last year: they 
lack money, time, and executive buy-in. 

For external trainers, however, the challenges of 2018 are different than 2017. Last year, 
external trainers reported budget, time, and demonstrating return on investment of training 
as their main pain points. 

This year, external teams are more focused on the business of training as main challenges. 
For most external trainers, marketing is their top challenge, followed by time constraints 
and business development. 

“Tighter bud-
gets. Shorter 
times.”

27%

26%

Custom Learning for a Client

Training Customers/Members
46%
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“Not enough time 
or staff to develop 
what is wanted.”

What are your top challenges?

IN
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R
N
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Big Companies

EX
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R
N

AL

Small Companies

14%

19%

24%

18%

17%

17%

28%

21%

15%

Custom Learning for a ClientTraining Customers/Members

Marketing our training courses

Marketing our training courses Time constraints

Time constraints

Obtaining executive management buy-in

Time constraints

Business developmentBudgetary constraints

Budgetary constraints

21%

17%

11%

21%

19%

14%

Budgetary constraintsTime constraints

Time constraintsMarketing our training courses

Obtaining executive 
management buy-inBudgetary constraints



Where Do Training Teams Need 
Help?

What Does the Average Training Team Look Like?

Where Do Training Teams Need Help?

This year, we asked respondents what services they currently outsource to a vendor. 

What services do you currently outsource?

59%

30%

26%

29%

18%

17%

16%

1%

Training content suppliers
 (example: video, elearning modules, etc.)

Training delivery 
(example: channel partners)

Printing

Other

Graphic and design services

Training locations

Translation services

None

55%

41%

27%

25%

18%

12%

1%

14%

Training content suppliers
 (example: video, elearning modules, etc.)

Training delivery 
(example: channel partners)

Printing

Translation services

Training locations

Graphic and design services

None

Other

Big Companies

Small Companies
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Perhaps because a large group of respondents are within our customer-base, the largest out-
sourced service is printing. Teams also leverage vendors to supply content, translation services, 
and training locations. 

Trainers at big companies and on big teams are more likely to rely on vendors for content, trans-
lation services, and training delivery (for example, leveraging channel partners to deliver classes). 
Smaller companies lean towards outsourcing graphic design services and leasing training loca-
tions. 

While internal teams rely on vendors for content, delivery, and translation, external teams also out-
source graphic design services and training locations. 

And though across the board only 15% of respondents report they don’t currently outsource any 
services, a whopping 21% of technology and software companies rely solely on internal resources 
to produce their training.

21%
OF TECHNOLOGY 

COMPANIES  
DON’T OUTSOURCE ANY 

SERVICES
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Training Content

What Kind of Training Does the Average Training Team Produce?

Training Content

The most common training topics provided are job-specific technical 
skills, leadership and management, and product and service knowl-
edge. 

Compliance training ranked in the top three for the Non-Profit, Manufac-
turing, Healthcare, and Financial Services/Insurance sectors, reflecting 
the role industry regulation plays in dictating training programs. 

Meanwhile, interpersonal skills are an important topic provided by the 
Business Consulting, Manufacturing, and Retail industries. Trainers pro-
viding external custom learning for clients also listed interpersonal skills 
as a main topic. 

What kind of 
training do you 
provide?

Job-Specific 
Technical Skills

Leadership

Product and Service 
Knowledge

“Corporate 
learning is in 
transition: many 
organizations 
are figuring out 
how to move 
from tradi-
tional instruc-
tor-led-training 
to mobile, virtu-
al, and online.”

Retail Trade

Technology and Software

Financial Services/Insurance

Business Consulting

Manufacturing

Corporate Training

Healthcare

Non-Profit

Government

89%

89%

83%

77%

70%

66%

63%

61%

57%
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How much of your training content do you provide in both print and 
digital format?

Currently

Want to provide in 
the future

Currently, nearly a third of companies make 100% of their training materials 
available in both print and digital format. Another 60% offer some combina-
tion of their materials available in both print and digital format, and only 11% 
currently have no blended content.

The majority of respondents would like to make all their content available in 
both print and digital format in the future. 

“Corporate 
learning is start-
ing to see the 
value in moving 
more toward 
just-in-time, 
immediately 
applicable learn-
ing content that 
supports the 
learner in their 
time of need.”

0% 25% 50% 75% 100%

53%

16%
14%

11%

5%

28%

20%22%
19%

11%



Training Methods

Microlearning

Games and Gamification

What Kind of Training Does the Average Training Team Produce?

Training Methods

The holy trinity of face-to-face, instructor-led virtual, and self-paced virtual training remain the most 
commonly-used. However, almost all newer methods received a 5-10 point bump compared to last 
year’s results, and for the first time, self-paced virtual training was replaced in the top 3 methods by 
coaching/mentoring. 

Microlearning

In our 2017 report, perhaps reflecting the frenzy around a buzzword, 41% of trainers planned on 
implementing microlearning in the next 12 months. Yet, as of our report, only 26% of training teams 
currently use microlearning.

Some teams have implemented microlearning more widely. 36% of big companies have a micro-
learning strategy compared to 16% of small companies, and it is much more popular for internal 
learning than for external training programs. Government, healthcare, manufacturing, and technology 
are the most likely industries to have a microlearning strategy in 2018.

Who is least enthusiastic about microlearning? It didn’t even rank on the list of methods used by 
retail trade teams.

Perhaps 12 months was too short a timeframe for our 2017 respondents. This year, 29% of trainers 
report they plan to implement microlearning for the first time in the next two years.  
 

Games and Gamification

Gamification has been another trending topic for the last few years in the learning world. In 2017, 29% 
of trainers looked forward to implementing a gamification strategy in the next 12 months. 

What training methods do you currently use?
100%

71%66%64%
50%50%

Informal 
peer-to-peer 

learning

Instructor-led 
face-to-face 

training

Instructor-led 
virtual training

Coaching/
mentoring

Self-paced 
virtual training

On-the-job 
exercises



Coaching, Informal, and On-
The-Job Training

Virtual and Augmented Reality

25

Again, reality falls short of last year’s expectations. About a quarter of trainers currently use in-person 
games/learning simulations and 22% use online games/learning simulations. Games of either kind 
are most common in Technology, Corporate Training Services, and Financial Services/Insurance. Big, 
internal teams rely the most on games (preferring in-person games to online).

For those who haven’t yet started using games, 23% plan to implement some sort of gamification 
strategy in the next two years.  

Coaching, Informal, and On-The-Job Training

This year, less formal training surged ahead as the more common training methods. 64% of teams use 
coaching programs, 49% recognize informal peer-to-peer learning as a training mode, and another 49% 
design on-the-job exercises to encourage just-in-time learning.

This is true across company and team size. Internal teams rely heavily on these three modes, while 
trainers of external customers or members are less likely to use these tools, likely because they are not 
embedded in an organization and therefore not poised to leverage organizational structures. Mean-
while, 71% of external trainers who develop custom training for clients use coaching/mentoring. 

Technology is the only industry where this trend is not more-or-less consistent: only 45% of tech com-
panies use coaching/mentoring, 37% use informal peer-to-peer learning, and a mere 29% use on-the-
job exercises. 

Virtual and Augmented Reality

The industry’s latest and greatest technologies, virtual and augmented reality, remain elusive to all but 
the most forward-thinking teams. In our 2017 report, 6% of training teams planned on implementing 
virtual or augmented reality modes in the next 12 months. As of this report, only 2% have achieved that 
goal.

Unsurprisingly, these pioneers are largely at big companies and on big teams. Healthcare, Manufac-
turing, Government, and Technology are currently the only sectors dabbling in virtual and augmented 
reality. Given the cost of developing this technology, it reflects that the tech currently only makes sense 
for high-stakes environments like practicing a surgery or maintenance on complex equipment.

As for the future? 10% of trainers plan to implement virtual reality in the next 2 years, and 8% see 
augmented reality in their development plan.
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The Learning Management 
System What Technology Does the Average Training Team Leverage?

Each year, a large part of our survey focuses on how the training world 
uses technology to achieve their goals. We already established that most 
teams use blended learning that relies on technology, such as instruc-
tor-led and self-paced virtual learning, video learning, and social/collab-
oration tools. So what technology do trainers use, and what is its main 
function?

The Learning Management System

The average learning management system (LMS) is designed as the be-
all, end-all of learning tech for internal training. If it lives up to its promise, 
it is the one-stop shop for content, scheduling and registration, assess-
ment, learning paths, social learning, and whatever else a trainer could 
desire. 

But we’ve seen each year with this report that the most ubiquitous learn-
ing technology is losing its grip on the industry. Nearly half of the training 
world is now divested from an LMS: only 56% of trainers reported they 
use an LMS in 2018, compared to 67% in 2017 and 70% in 2016. 

For those that still use an LMS, their complaints with the system are split 
between a lack of support for end-user features and admin headaches. 

“Always chang-
ing and moving 
into new ave-
nues of delivery. 
Mobile learning, 
small chunks of 
delivery - mov-
ing towards mil-
lennial learners 
coming into the 
workforce.”

Poor 
end-user 

experience

Limited 
social 

learning

Inflexibility Ongoing 
maintenance

40%
36% 33% 32% 30%

What is your TOP complaint with your LMS?



The Function of Learning Tech

29

The Function of Learning Tech

Whether they employ a learning management system or not, trainers use their tech primarily for 
assessments, program delivery, and program design. Only the technology and software sector listed 
reporting and analytics as one of their learning tech’s main functions. 

79%

67%

66%

64%

62%

58%

57%

57%

56%

What function do you primarily use your learning technology for?

Assessment Program Delivery (i.e. webinar or virtual classroom)
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How Do Training Teams Measure Their Success?

“Corporate 
learning is cur-
rently viewed as 
the least valu-
able contributor 
to corporate 
success, when 
in fact, it is most 
the efficient 
method of meet-
ing long-term 
corporate tar-
gets and imple-
menting corpo-
rate strategies.”

In 2017, we supplemented our State of Learning and Development report 
with an in-depth look at how trainers measure the effectiveness of their 
training. What we found was that, by and large, training teams do not 
dive into robust measurements. Most teams ask for participant feed-
back (think of end-of-class evaluation forms) and many don’t evaluate 
their programs at all.

Since executive buy-in remains a top challenge for internal teams and 
marketing is a top challenge for external teams, we hoped to see a 
change this year in measurement strategies to align more closely with 
standard models like the Kirkpatrick Levels or the Phillips ROI method. 

Yet measurement strategies remain more or less the same from last 
year. Trainers continue to use feedback from participants as their main 
measure of success, trailed by assessment results, feedback from man-
agers, and on-the-job behavior metrics. 

Many companies rely solely on

from participants as a measure of success.

FEEDBACK

https://www.kirkpatrickpartners.com/Our-Philosophy/The-Kirkpatrick-Model
https://roiinstitutecanada.com/roi-methodology/
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Healthcare, Government, and Technology also consider utilization metrics. One glimmer of 
hope: 29% of tech companies list correlative metrics as a measure of success. (A real-life 
example of correlative metrics: fewer support calls after customers attend software training.)

How do you measure the success of your training?

Correlation with the 
Kirkpatrick Levels:

Level 2

Level 1

Level 3

Level 4

76%

40%

39%

34%

33%

30%

29%

13%

11%

7%

6%

Feedback from Participants

Assessment Results

On-the-Job Behavior Metrics

Attendance of Live Course Events

Learner-Facilitation Interaction

Utilization of E-Learning Courses

Correlative Metrics

Program Completion 
According to Defined Schedule

Feedback from Managers
 of Participants

Learner Attrition Rate from 
Beginning to End of Course

Actual vs Budgeted Program costs

https://www.mimeo.com/blog/social-solutions-revolutionized-training-measurement/
https://www.mimeo.com/blog/social-solutions-revolutionized-training-measurement/
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With learning professionals so busy building learning for others, how do 
they keep up with their own skills? 

The majority (71%) rely on webinars. Other popular methods include certif-
icate courses and workshops, learning communities, and industry publica-
tions. 

Many teams rely on free resources like YouTube videos, industry blogs, and 
TedTalks. About one-third of trainers also use social networking (either via 
learning membership sites or free sites like LinkedIn and Twitter) to build 
skills.

What resources do you use to 
build your skills?

“Continuous 
learning is al-
ways important 
for furthering 
a career and 
should not be 
eliminated from 
budgets to make 
more on the bot-
tom line.”

71%

60%
55%

48% 48%
43%

31%
29%
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The Future of 
Learning and 
Development



New Content

How will roles change in the 
next 5 years?

New Technology

The Future of Learning and Development

We end with a look forward to where corporate learning and develop-
ment will go in the coming years. On the whole, trainers are optimistic: 
they are excited about new technology, they have plans to implement 
new content that will impact their organization’s culture, and they envi-
sion a future where their team grows larger with specialized roles.

New Content

We asked respondents to tell us what new topics they plan on develop-
ing in the next two years. While the majority will focus on job skills, many 
respondents also indicated introducing new soft skills that focus on their 
organization’s culture. Some new topics mentioned were cultural training 
such as diversity and inclusion, emotional intelligence, stress manage-
ment, and building a learning culture. 

How will roles change in the next 5 years?

Trainers are optimistic about the outlook of training teams. 72.6% of 
respondents predict that no roles will disappear in the next 5 years, 
though 13.3% predict the LMS Administrator will vanish by 2023.

When it comes to what roles will be created in the next 5 years, the 
industry has an eye on the future: respondents predict roles to bring L&D 
into the world of big data, and a few predicted organizations will intro-
duce new roles to focus on corporate culture.

New Technology

We asked both what technology trainers plan to implement in the next 2 
years and what technology most excites them. 

Trainers expect to implement mobile learning, videos and interactive 
videos, and microlearning. A small minority are turning their attention to 
new methodologies that transform trainers from teachers to guides: they 
plan on implementing personalized learning, learning portals, learning 
paths, and content curation.

As for the latest and greatest technology, nearly 10% of trainers plan to 
implement virtual reality in the next 2 years. A smaller group also plans 
to use augmented reality and artificial intelligence, while only 2% expect 
to introduce wearable technology as a learning tool. 

“Undergoing a 
revolution that 
allows us to be 
more efficient, 
more effective, 
and more data-
driven. We will 
get to the point 
where the 
learning experi-
ence is dictated 
by the trainees 
and their needs - 
making trainees 
active drivers 
and participants 
in their learning.”
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 + Diversity & Inclusion

 + Cultural Competency

 + Leadership and Innovation

 + Job Skills

 + Influence Skills and Career Development

 + Team Building

 + Reinforcement Training

 + Stress Management 

 + Emotional Intelligence

 + Building a Learning Culture

 + Training Data Analyst

 + Specialists to handle new technology 

such as artificial intelligence and 3-D 

virtual reality

 + A focused role for creating learning 

games

 + Wellness Coordinator

 + Happiness Learning and Development

What technology do you plan on implementing for the first time in the next 2 years?

NEW TOPICS FOR 2019 NEW ROLES IN THE NEXT 5 YEARS 

Mobile 
Learning 

(mLearning)

Video and 
Interactive 

Videos

Microlearning Personalized 
Learning

Gamification

31%
27%

23%

29%

36%



The Future of Learning and Development

When it comes to what excites them, 60% of trainers look forward to using interactive videos to 
achieve their team’s goals. And though only 6% plan on using it any time soon, 12% of trainers are 
excited about artificial intelligence’s potential. 

What technology excites you most?

Interactive 
Videos

Artificial 
Intelligence

Augmented 
Reality

Virtual 
Reality

Machine 
Learning

60%

13%

8% 7% 7%
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Augmented Reality A design approach that layers interactive computer-generated informa-
tion on top of our existing reality. For example, I can open an augment-
ed reality app on my phone on a city street and a dancing hot dog 
appears.

Content Curation The process of collecting content relevant to learning objectives and 
making it available to learners. For example, you might share a custom 
playlist on YouTube of videos on how to handle customer complaints 
with your customer service team.

Emotional Intelligence The ability to identify one’s own emotions, along with the emotions of 
another, then process and express them in a healthy manner.

Executive Buy-in The practice where an executive or head of a company approves the 
process that one would like to implement, typically in a training setting.

Gamification The act of applying aspects typical in a game-- such as point-scoring 
and leaderboards-- and applying them to a training environment to 
create a motivational and interactive learning experience.

Interactive Videos Training videos that encourage viewer participation, such as including 
clickable areas.

Interpersonal Skills The ability to conduct oneself professionally. These skills generally in-
clude being able to communicate well, being a good listener, and being 
well-mannered.

Learning Paths A sequence of definitions that teach the same topic. The method is to 
learn a concept through defining important terms within that concept.

Learning Portals A database or hub where a learner can access all of their training ma-
terial, such as courses. Most Learning Portals are protected in some 
manner, to ensure the content is only for those within the organization.

Microlearning A design strategy to deliver content to learners in brief, specific bursts 
through short-term learning activities. Microlearning allows learners to 
control what and when they’re learning.

Mobile Learning A portable method of learning, such as through a tablet or smartphone.

Self-paced Virtual Training This type of training refers to learning that occurs in a digital environ-
ment, where the pace of learning is determined by the learner. E-learn-
ing modules are a great example of self-paced virtual training. 

Soft Skills Unlike specific job abilities, such as being able to code or implement 
successful SEO, soft skills generally can’t be taught. They include skills 
such as time management, teamwork, and the ability to accept con-
structive criticism. Soft skills arguably greatly impact company culture 
and employee morale.
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Learn More

Webinar

We dive deep into these results in 
our webinar on the State of Learn-
ing and Development 2018. Join 
us on on June 7, 2018 or watch it 
on-demand at:  
www.mimeo.com/webinars/
state-learning-2018. 
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About Mimeo

Mimeo enables the transfer of 
knowledge to anywhere in the 
world. 
Thousands of businesses reach 
their audiences through print and 
digital content more efficiently by 
leveraging our enterprise suite to 
save time.

Founded in 1998, Mimeo grew 
from a tech startup to a global 
organization, delivering content 
to over 140 countries. Learn more 
about our app suite -- Mimeo Print, 
Mimeo PrintX, Mimeo Market-
place, and Mimeo Digital -- by 
visiting Mimeo.com

https://www.mimeo.com/webinars/state-learning-2018/
https://www.mimeo.com/
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About Barnes and Conti

Achieving great results quickly 
is critical in today’s complex and 
competitive global business envi-
ronment. Barnes & Conti provides 
leadership development to help 
you build capabilities essential 
for influencing, decision-making, 
innovating, and managing change. 
Our engaging interactive method-
ology, clear and robust models, 
and applicability to everyday work 
challenges help formal and infor-
mal leaders move their best ideas 
into action.

We use a wide range of approach-
es to deliver learning at the speed 
of work. Our practical models 
break down complex behaviors 
onto understandable and achiev-
able units. We connect behavioral 
and process skills through expe-
riential activities and applications 
designed to help develop effective 
workplace solutions. Our custom-
ers look to us to provide high-quali-
ty, research-based, blended pro-
grams and services, online tools, 
performance support, and innova-
tive learning aids. They appreciate 
Barnes & Conti’s team of highly 
skilled professional facilitators, 
consultants, and coaches oper-
ating in more than 30 countries 
worldwide and program materi-

als translated into 12 languages, 
flexible and easily customizable 
programs, rich content platforms, 
transparency and client respon-
siveness.
B. Kim Barnes founded the firm
in 1985, and remains actively
involved in the business today
as CEO and Chairman, as well as
in the role of senior consultant
and facilitator. Kim is the primary
developer of Exercising Influence,
Constructive Negotiation, Consult-
ing on the Inside, The Mastery of
Change, Inspirational Leadership,
Intelligent Risk-Taking, Creating
a Culture for Risk and Innovation,
C.O.A.C.H. for Peak Performance,
The Art of Communication, and
Leading Global and Virtual Teams,
all of which are copyrighted
programs of Barnes & Conti. She
also co-developed the program
Managing Innovation with Dr.
David Francis of the University of
Brighton’s Centre for Research in
Innovation Management and Puz-
zles, Mysteries and Muddles with
Dr. Jerry Talley. She is the author
of the book, Exercising Influence:
A Guide for Making Things Hap-
pen at Work, at Home, and in Your
Community (3rd Edition, John
Wiley & Sons, July, 2015). She has
co-authored with Beverly Scott,
Consulting on the Inside: A Practi-

cal Guide for Internal Consultants 
(ATD Press, 2011) and, with Aviad 
Goz, Self-Navigation: A Compass 
for Guiding Your Life and Career. 
In her spare time, she writes a fic-
tional series with an organizational 
consultant as the protagonist. 

For more information, visit us at 
www.barnesconti.com, follow 
us on LinkedIn and Facebook, or 
reach out to Lauren Powers,  
lpowers@barnesconti.com. 

www.barnesconti.com
https://www.linkedin.com/company/barnesconti/
https://www.facebook.com/BarnesConti/
mailto:lpowers@barnesconti.com
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