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The Bersin & Associates 
Membership Program
This document is part of the Bersin & Associates Research Library. Our research 

is provided exclusively to organizational members of the Bersin & Associates 

Research Program. Member organizations have access to the largest library 

of learning and talent management related research available. In addition, 

members also receive a variety of products and services to enable talent-related 

transformation within their organizations, including:

•	 Research – Access to an extensive selection of research reports, such as 

methodologies, process models and frameworks, and comprehensive 

industry studies and case studies;

•	 Benchmarking – These services cover a wide spectrum of HR and L&D 

metrics, customized by industry and company size;

•	 Tools – Comprehensive tools for HR and L&D professionals, including tools 

for benchmarking, vendor and system selection, program design, program 

implementation, change management and measurement;

•	 Analyst Support – Via telephone or email, our advisory services are 

supported by expert industry analysts who conduct our research;

•	 Strategic Advisory Services – Expert support for custom-tailored projects;

•	 Member Roundtables® – A place where you can connect with other peers 

and industry leaders to discuss and learn about the latest industry trends and 

best practices; and,

•	 IMPACT® Conference: The Business Of Talent – Attendance at special 

sessions of our annual, best-practices IMPACT® conference.

•	 Workshops – Bersin & Associates analysts and advisors conduct onsite 

workshops on a wide range of topics to educate, inform and inspire HR and 

L&D professionals and leaders.

For more information about our membership program, please visit us  

at www.bersin.com/membership.

http://www.bersin.com/membership
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Introduction
The Corporate Learning Factbook® is recognized as the industry’s most 
trusted source of data on training budgets, staffing and programs. As an 
annual study, the report examines key benchmarking metrics, providing 
details on the current state of the training industry and trends over time. 

The study offers the most comprehensive analysis available today. 
Detailed benchmarking data on training spending, headcount, resource 
allocations and delivery methods is provided by company size and 
industry. In addition to current year statistics, the study shows trends in 
these metrics over time. (See Figure 1.)

For the first time, the study includes spending on informal learning tools 
and services. Tracking this data will be important, as we continue to 
monitor this key learning trend in the future.

In addition, this year’s study breaks down spending on external products and 
services by category. Spending allocations across outsourced services, such 
as custom e-learning development, instructor-led training development and 
delivery, and off-the-shelf content, can now be tracked over time.

For the first time, this 

year’s study includes 

spending on informal 

learning tools and 

services.

     K E Y  P O I N T

Figure 1: Learning and Development Benchmarking Metrics

Training Spending and Staffing Statistics Informal Learning Usage and Spending

Training expenditures per learner  Spending on informal learning

Training staff-to-learner ratio Informal tools and services purchased

Percent of spending on L&D staff payroll  Use of blogs, wikis, forums

Percent of spending on learning technologies Use of communities of practice

Percent of spending on outsourced products / services Use of expert directories

Spending allocation by training program area Use of social networking tools

Total training industry spending
Percent of formal programs incorporating informal  

learning components

Training Volume and Delivery Statistics  Learning Outsourcing Statistics  

Annual training hours consumed per learner Total spending on outsourced products / services

Cost per student hour consumed Percent of spending on outsourced products / services

Percent of student hours by delivery method Percent of spending by product / service category

Source: Bersin & Associates, 2010.
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Data for the most recent study was collected in August 2010, through 
a partnership with Workforce Management magazine. The study 
involved 748 training organizations, representing a broad cross-section 
of company sizes and industries. The study included an online survey to 
collect data, plus a series of qualitative interviews to better understand 
issues and trends. Based on these qualitative and quantitative inputs, the 
report provides detailed benchmarks, as well as an understanding of key 
trends in learning and development (L&D). 

Throughout our report1, data is broken out by company size and 
industry. Company size categories are defined as follows.

•	 Small companies – 100 to 999 employees

•	 Midsize companies – 1,000 to 9,999 employees

•	 Large companies – 10,000 or more employees

Industry categories included in the report are as follows.

•	 Banking	/	financial	services

•	 Business	services	/	consulting

•	 Government	(federal,	state,	local)

1 For more information, The Corporate Learning Factbook® 2011: Benchmarks, Trends 

and Analysis of the U.S. Training Market, Bersin & Associates / Karen O’Leonard, January 

2011. Available to research members at www.bersin.com or for purchase at www.bersin.

com/factbook.

Figure 2: Key Questions Answered in 2010

How much are L&D organizations spending and on what types of programs?

Which industries are hiring and which are still cutting back?

How much development are employees receiving?

What tools and services are companies buying to advance their  
informal learning strategies? 

Source: Bersin & Associates, 2010.

Spending allocations 

across outsourced services, 

such as custom e-learning 

development, instructor-

led training development 

and delivery, and off-the-

shelf content, can now be 

tracked over time.

     K E Y  P O I N T

http://For more information, The Corporate Learning Factbook� 2011: Benchmarks, Trends and Analysis of the U.S. Training Market, Bersin & Associates / Karen O'Leonard, January 2011. Available to research members at www.bersin.com or for purchase at www.bersin.com/factbook.
http://www.bersin.com/factbook
http://www.bersin.com/factbook
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•	 Healthcare

•	 Insurance

•	 Manufacturing

•	 Retail

•	 Technology

•	 Telecommunications

•	 Pharmaceuticals

Further details on the study methodology and respondent profiles are 
provided at the end of this document.

Our Differentiation

We realize there are a number of training benchmarking reports 
available today. What makes our study different? 

First, our study contains a broad sample of respondents that provides a 
valid representation of the U.S. training industry. We surveyed 748 L&D 
organizations from a range of company sizes and industries. The data is 
weighted according to the Dun & Bradstreet distribution of companies, so 
that the figures reflect the U.S. training market. Other studies available 
today include a small slice of the market – for example, large enterprises 
or companies that are deemed “best” in their category. While interesting 
data, these studies do not provide a representative view of the industry.

Second, we use stringent quality control procedures in collecting and 
analyzing the data. Each respondent’s answers have been checked for 
consistency. Our survey tool provides a high degree of quality control 
by providing self-checks of data throughout the survey. Even so, people 
make mistakes and some inconsistencies were found in the data. In these 
cases, the individuals were contacted for clarification and correction, or 
the responses were omitted from the survey analysis. This level of rigor is 
crucial to maintaining valid data.

Finally, the level of detail and analysis clearly sets this report apart from 
other studies. Our experienced analysis is geared toward helping the 
reader understand the data and why a particular trend is occurring. In 
addition, examples and case studies are used throughout the report to 
demonstrate trends and practices in use today.

Stringent quality control 

procedures ensure that 

the findings are valid and 

reliable.

     K E Y  P O I N T
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A Special Thank You

We want to thank all of the people who participated in this study. 
Without the diligent efforts of training managers and executives across 
the country, this report would not be possible. We also want to thank our 
partners at Workforce Management magazine for their help in making 
this study a success.

As always, we welcome your feedback on this report. Please feel free to 
contact us at research@bersin.com with any questions or comments. The 
input from our readers is vital in helping us to shape next year’s study.

Karen O’Leonard

Principal Analyst

mailto:research@bersin.com
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Overview of Findings
After two years of significant budget and staffing cuts, 2010 was a 
welcome relief to most U.S. training organizations. Training budgets 
(which dropped 21 percent between 2007 and 2009) began to stabilize 
and many L&D organizations initiated hiring during the year. Employees 
received much-needed development, which is crucial to helping 
businesses meet their goals. Moreover, many companies resumed 
learning system infrastructure projects that were shelved during the 
economic squeeze, which is good news for both solution providers 
 and customers. 

So there are signs of turnaround for U.S. training organizations. 
Companies remain cautious about their spending, but many have shifted 
their attention beyond efficiency and are now looking toward innovation 
in their learning environments. 

If there is a silver lining to the recession, it is that companies were forced 
to focus on the issues that really matter. As an example, one talent 
executive we interviewed reported that the slowdown intensified the 
firm’s focus on workforce planning, with talent and business leaders 
asking the question, “What does this mean for us in the next five years?” 
The result was that its business and talent strategies became more 
 closely aligned.

The same holds true for L&D organizations. During the recession, the 
changes made in the learning function in terms of how L&D is organized, 
what training is delivered and how it is delivered helped training groups 
become more business-focused. Organizations had to make tough, but 
smart, choices about what training initiatives were the most critical to 
the company – and deliver them in cost-effective ways. They had to look 
at how they could provide real value to the company. A key question is, 
can training organizations retain these lessons going forward?

The following are key findings from the research, which are explored in 
more detail throughout our full report2. 

2 For more information, The Corporate Learning Factbook® 2011: Benchmarks,  

Trends and Analysis of the U.S. Training Market, Bersin & Associates / Karen O’Leonard, 

January 2011. 

If there is a silver lining 

to the recession, it is that 

organizations were forced 

to focus on core initiatives 

and become more closely 

aligned with the business 

strategy.

     K E Y  P O I N T
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1. A Turnaround in L&D Spending

After double-digit budget cuts in each of the prior two years, 2010 
ushered in the beginning of a turnaround for many L&D organizations. 
Overall, companies spent two percent more on training in 2010 than in 
2009, with average spending of $682 per learner3.

But the story is mixed for different segments. Spending within small and 
midsize businesses increased from one percent to three percent. Large 
businesses fared better than in 2009, when their budgets were cut by 12 
percent from the prior year. But these large enterprises have not been 
as quick to revive, as their spending dropped another one percent, on 
average, in 2010. (See Figure 3.)

Certain industries also fared better than others. The technology, 
manufacturing, healthcare and retail sectors had net increases in L&D 
spending of four percent or more. The banking / financial services and 
government sectors, on the other hand, continued to curtail their L&D 
programs, with spending down four percent to seven percent. 

3 This figure includes spending for learning tools and technologies, outside products 

and services, training staff payroll, facilities, materials, and miscellaneous expenses.

After double-digit budget 

cuts in 2008 and 2009, 

training spending rose 

two percent, on average, 

in 2010.

     K E Y  P O I N T
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Figure 3: Year-over-Year Change in Total Training Spending – U.S. Total and by Company Size 2009 to 2010

Source: Bersin & Associates, 2010.
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2. Training Groups Add Headcount

The most positive sign of a turnaround is that many training groups 
started to hire again in 2010. Staffing increased six percent, on average, 
to a median of 5.3 staff for every 1,000 learners. This increase comes on 
the heels of two consecutive years of training headcount reductions.  
(See Figure 4.)

Small organizations showed the biggest percentage gains, with an eight 
percent average increase in training staff headcount. Training staffs 
within midsize businesses increased three percent, on average. Within 
large businesses, however, losses outpaced gains and headcount dropped 
one percent, on average, from 2009 levels.

Comparing industries, the findings are similar to the spending data that 
we saw earlier. The government and banking sectors did not fare well, 
shedding between three percent and five percent of their L&D jobs in 
2010. On the positive side, the technology, manufacturing, healthcare, 
retail and business services sectors had headcount increases of five 
percent or greater in their L&D groups. 

Figure 4: Year-over-Year Change in Training Staff – U.S. Total 2006 to 2010

Source: Bersin & Associates, 2010.
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Large businesses have 

not been as quick to 

revive, with slight drops 

in training spending and 

staffing in 2010.
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3. L&D Staffs Become Better Business 
Partners

The newly hired or, in some cases, rehired training staff did not take on 
the same roles as previously held. Many organizations restructured their 
learning operations to become better aligned with the business. At the 
corporate level, roles became more consultative, with delivery being 
pushed to local resources closer to the business. In some companies, 
L&D roles became more specialized, aligning with the business units 
or regions. Our full report4 contains examples of how companies have 
redesigned their L&D roles to become more effective business partners.

4. Employees Receive More Training

With slightly more L&D resources, organizations increased their training 
offerings in 2010. The average number of training hours jumped 13 
percent over 2009 metrics, to an average of 12.8 hours per learner. This 
is good news for employees and employers, as development programs 
(if effective) enable employees to enhance their skills and help their 
organizations meet their goals. 

Training consumption increased within both small and midsize 
businesses, but not within the majority of large businesses. As we saw 
earlier, large enterprises cut their budgets and staffing slightly – and, 
therefore, continued to cut back on their training programs. The number 
of training hours consumed within large businesses dropped by seven 
percent in 2010, to an average of 16.2 hours per learner.

5. Building Expertise through In-Depth, 
Continuous Training

The number of training hours does not make a bit of difference if the 
training is not adding value to the organization. Recognizing this, 
many L&D organizations have redesigned their programs to build deep 
specialization of skills. Learners need to get really good at certain 

4 For more information, The Corporate Learning Factbook® 2011: Benchmarks,  

Trends and Analysis of the U.S. Training Market, Bersin & Associates / Karen O’Leonard, 

January 2011.

Employees received more 

training in 2010, with 

training consumption 

jumping 13 percent over 

the prior year.
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things, whether in technical skills, leadership capabilities or satisfying 
customers. To build this level of expertise, learners need continuous, 
 reinforced development. 

As one talent executive pointed out, a “program of the month” 
approach, in which an L&D program is designed, delivered, and then 
soon forgotten and replaced by the next major program, simply does not 
work. Instead, L&D programs need to take place over a series of months 
or even years, building skills with constant reinforcement through 
coaching and experiential learning. 

In our interviews, many L&D executives reported that they are now 
offering fewer topics overall but, instead, are delivering more targeted 
training over a longer period of time to build deep levels of expertise. Our 
full report5 contains examples of how companies are investing in this “go 
deep, not wide” approach to learning.

6. Making Virtual Classrooms More Effective

Over the past two years, more companies have turned to virtual 
classroom instruction. The transition is not always an easy one, as 
organizations often find it difficult to attain a truly interactive and 
engaging experience with a group of remote, widely dispersed learners. 

As a result, many organizations are creating training programs for 
learners, as well as instructors, on how to use virtual classroom tools and 
make the most out of these sessions. Many are limiting the number of 
learners to facilitate participation and are using “ice breakers” to initiate 
the interaction. Our report6 contains examples of how companies have 
successfully made the switch from the classroom to the computer.

7. Technology Infrastructure Projects Resume

In 2010, many companies picked up their technology infrastructure 
projects that were shelved when budgets became tight. The percent 
of training spending allocated to learning technologies climbed to 10 
percent, nearly equaling its high of 11 percent in 2007.

5 For more information, The Corporate Learning Factbook® 2011: Benchmarks,  

Trends and Analysis of the U.S. Training Market, Bersin & Associates / Karen O’Leonard, 

January 2011.
6 Ibid.

Companies are providing 

in-depth training over 

a longer period of time 

to build deep levels of 

expertise.
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Many companies 

resumed learning system 

infrastructure projects 

that were shelved during 

the recession.
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In some cases, these purchases were companies replacing their old 
learning management systems with new solutions. In other cases, 
companies expanded their system capabilities to add more functionality, 
such as informal learning capabilities, which are discussed next. 

8. Informal Methods Fuel Innovation in 
Learning

Companies generally recognize that most learning is informal and 
learner-initiated. As a result, many forward-thinking L&D organizations 
are shifting their focus away from company-driven, formal learning 
programs to support the natural flow of learning across the organization 
through social and informal learning environments.

Thirty percent of U.S. companies spent money in 2010 on informal 
learning tools or services. Large companies are making the heaviest 
investments, spending approximately $16,000, on average, during 
 the year. 

5%

11%

6%

8%

10%

0%

2%

4%

6%

8%

10%

12%

2006 2007 2008 2009 2010

Figure 5: Percent of Training Spending Allocated to Learning Tools and Technologies – U.S. Total 2006 to 2010

Source: Bersin & Associates, 2010.

Many forward-thinking 

L&D organizations are 

shifting their focus away 

from formal, company-

driven programs to 

creating social and 

informal learning 

environments.
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Many companies are using informal learning methods to drive innovation 
in their learning environments. As one example, The Cheesecake 
Factory is rolling out a YouTube-like platform for video-based training, 
using teaching by example and storytelling as primary instructional 
methods. Our report describes this initiative plus other examples of 
how L&D groups are using informal learning to create innovative 
 learning environments.

Research Methodology Overview

This year’s study was conducted in August 2010, when members from 
the Workforce Management and Bersin & Associates databases were 
emailed invitations to participate in an online survey. Only U.S.-based 
organizations with 100 or more employees were included in the analysis. 
The final count of qualified respondents was 748. 

The data represents a broad cross-section of industries and company sizes. 
Note that the figures in our report are weighted by company size and 
industry according to the Dun & Bradstreet database of U.S. companies. 
Since small companies dominate the U.S. market, in terms of sheer 
numbers, these organizations receive a heavier weighting, so that the data 
accurately reflects the U.S. market. When viewing overall figures, keep in 
mind that they are weighted in favor of smaller organizations. Throughout 
our report, we break out the results by organization size to show the 
differences between small, midsize and large organizations. 

Figure 6: Respondent Count by Company Size (Unweighted)

Small companies (100 to 999 employees) 276

Midsize companies (1,000 to 9,999 employees) 297

Large companies (10,000 or more employees) 175

Total Respondents 748

Source: Bersin & Associates, 2010.
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In addition, in-depth interviews were conducted with companies 
representing a range of industries and company sizes. These interviews 
were designed to gain a keener understanding of learning trends and 
current practices. Our full report7 cites numerous examples and best 
practices based on these interviews.

7 For more information, The Corporate Learning Factbook® 2011: Benchmarks,  

Trends and Analysis of the U.S. Training Market, Bersin & Associates / Karen O’Leonard, 

January 2011.
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About Us
Bersin & Associates is the only research and advisory consulting firm 
focused solely on WhatWorks® research in enterprise learning and 
talent management. With more than 25 years of experience in enterprise 
learning, technology and HR business processes, Bersin & Associates 
provides actionable, research-based services to help learning and HR 
managers and executives improve operational effectiveness and  
business impact.

Bersin & Associates research members gain access to a comprehensive 
library of best practices, case studies, benchmarks and in-depth market 
analyses designed to help executives and practitioners make fast, effective 
decisions. Member benefits include: in-depth advisory services, access to 
proprietary webcasts and industry user groups, strategic workshops, and 
strategic consulting to improve operational effectiveness and business 
alignment. More than 3,500 organizations in a wide range of industries 
benefit from Bersin & Associates research and services. 
 
Bersin & Associates can be reached at http://www.bersin.com or at  
(510) 347-4300.
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