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Our thanks to all those who completed the survey. We’re very grateful for your contribution and we hope you 

find the results of interest.  

 

Executive overview 

The short-term outlook (ie, over the next six months) seems remarkably reassuring for most respondents (39% 

are expecting ‘business as usual’) – perhaps because we’ve all now had time to get used to new ways of 

working and because many organisations have already restructured (30%), although 31% are still planning to 

do so over the coming six months. Good to know that more organisations are recruiting (21%) than shedding 

staff (9%). As to working from home – 40% say flexibility around WFH is now permanent, as a matter of 

organisational policy. [Q1-Q4] 

 

Also good to know that, compared with our last survey, six months ago, HR and L&D teams are expanding 

(27%) and changing (67%) but very few (6%) are shrinking. Budgets are generally intact (61%) or increasing 

(5%) although 31% have been cut by up to half and 5% by more than half. [Q5-Q6] 

 

Current L&D priorities are very wide-ranging, the most common concerns being development of leadership 

capability, the move to virtual and/or online learning, and staff wellbeing. Over the coming year, however, 

priorities are expected to shift a little, with even more emphasis on leadership / management development 

and wellbeing. L&D headaches, on the other hand, are the perennial ones – lack of engagement, lack of senior 

management buy-in, lack of budget and, not surprisingly at the moment, some technology issues. [Q7-Q9. 

We’ve captured some anecdotal evidence this time – see below.] 

 

On the return to the classroom, a bullish response from some (25% either doing it already or expecting to 

before Easter) but most expecting a return after Easter (35%) or in the autumn (28%). But a few (10%), who 

completed the survey during the current lockdown, were more cautious – next year or never. In the meantime, 

however, respondents are more satisfied than they were six months ago with their experience of virtual 

delivery (74%, up from 60%). This probably has nothing to do with the fact that Teams is now edging ahead of 

Zoom. [Q10-Q12] 

 

The trends towards greater use of virtual and e-learning looks set to continue, although AI is some way off for 

most. Peer and social learning are definitely trending upwards, compared with six months, as is the use of 

external events. Likewise coaching and mentoring. [Q13. And see the anecdotal evidence from Q15-Q16 for an 

insight into what organisations have been experimenting with.] In terms of development needs and themes, 

there is increasing demand in all areas (especially wellbeing) – which may stretch a few budgets – although 

demand for front-line skills development such as customer service, H&S, IT, etc, continues to fall. [Q14] The 

CIPD’s list of current trends in L&D practice seems to have been more or less on the money. [Q17] 

 

For us, some of the other interesting points from the survey are: 

• Flexibility around WFH is now permanent – 40% 

• L&D teams growing / reorganising but not shrinking – 94% (and budgets stable – 65%) 

• Classroom training is coming back – 95%  

• Demand for leadership / management development, personal effectiveness and coaching continues 

to grow – our core areas! 

 

But what do you make of it all? We look forward to discussing it with you on the free webinar. (Last date for 

online booking – 27 January).  

 

 

  

https://www.eventbrite.co.uk/e/ld-2021-28-january-2021-tickets-128630044927
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Challenges and priorities 
1 Different organisations have been affected very differently by the pandemic. There have been winners 

and losers. What’s the outlook for your organisation over the next six months?  

• 21% need to recruit more staff 

• 9% need to shed staff 

• 31% organisational restructure 

• 30% have already made all their changes 

• 39% no change – ‘business as usual’ 
Note: some respondents ticked more than one response, so total percentages exceed 100%. 

 

2 Roughly how many people in your organisation are now working exclusively from home / remotely?  

• 23% said 0 – 25% 

• 14% said 25 – 50% 

• 29% said 50 – 75% 

• 33% said 75 – 100% 
 

3 And roughly how many people in your organisation are now working partly from home / remotely and 

partly in their usual (pre-Covid) location?  

• 59% said 0 – 25% 

• 24% said 25 – 50% 

• 13% said 50 – 75% 

• 4% said 75 – 100% 
Note: some of the answers to questions 2 and 3 were received before, some after, the latest lockdown 

was announced.  

 

4 Is your remote working policy… 

• Optional (eg, ‘work from home if you prefer’) – 31% 

• Compulsory (eg, ‘you must work from home’) – 60% 

• N/A (ie, ‘we’re all still working in our usual location’) – 9% 
And is it: 

• Led by government guidance / lockdown rules (ie, you’ll be back to the office asap) – 60%  

• Longer-term organisational policy (ie, flexibility around WFH is now permanent) – 40%  
 

5 What about your own team, in L&D or HR – what’s the outlook over the next six months?  

• 27% growing 

• 6% shrinking 

• 67% changing 
 

6 How has your L&D budget been affected since our last survey in July? 
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7 What’s your main L&D priority right now?  

Strategic: 

• Delivering business as usual alongside growing initiatives, with a reduced team and budget 

• How we pull all our L&D activities into one strategic programme.  

• Compliance – upcoming regulation coming into place means that all staff need to be reviewed and 
up-to-date 

• To ensure employees are able to develop their personal development plans even though the 
workload is intense for the majority of our staff. To be able to connect & reach employees about 
L&D as all our staff are working remotely. To be able to fit the needs of different learning styles 
while remote working. To improve our overall L&D process. 

• Identifying needs, building trust and credibility 

• Make the best use of the L&D provider we have – courses that staff will find interesting (wellbeing) 
and those that are a requirement (Fraud and Corruption)  

• Ensure that all staff are trained to CQC (Care Quality Commission) standards. 

• Maintain the sense of ‘team’ across the organisation (35 branches!) Protect the business (sales and 
compliance) Build the business (strategy, planning and sales) Change – dealing with it and adapting 
to it; learning to be creative and agile 

• Depending on the projects 

• Helping directors define a new strategy to meet the changing demands of the market and 
employees 

• Adapting to the changes 

• Retaining existing talent 

• Providing development opportunities to staff who are unable to work from home 

• Support for remote management 

• General capability around digital and future business critical skills 

• Providing right capability development offer so we have enough capable people on shift to trade 
well, 7 days a week 

• A new look at learning and development strategies 

• Continue my CPD 

• Competency Framework  

• Coaching 

• Coaching 

• Mentoring  

 

Systems / online / virtual: 

• Changing service training to online forums 

• Making learning available online as much as possible 

• Deliver effective virtual solutions to support our previously all F2F catalogue 

• Promote virtual training 

• Moving to digital 

• More virtual course delivery 

• Engaging real-time digital solutions 

• Online content 

• Work on establishing new online learning strategy 

• Ensuring all staff are able to access statutory learning. Also that staff are supported to work 
remotely – systems and software. 

• Tracking and utilising L&D data 

• To try to get as many courses up and running as possible 
 

Issues: 

• Wellbeing 

• Wellbeing in the workplace 

• Wellbeing 

• Wellbeing for staff and managers 
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• Staff wellbeing – supporting staff with strategies to manage work-life balance and ‘Covid-Fatigue’ 

• Mental resilience for people being dragged down by external events 

• Stress Management to cope with new normal life style 

• Health & Wellbeing 

• Line manager capability 

• Performance Management 

• Manging people remotely, making sure we still have a team environment even though we can't be 
together due to Government Guidance 

• Manager Effectiveness  

• Creating a culture of learning 

• Career conversations 
 
Skills: 

• Leadership skills 

• Agile Leadership 

• Leading in a VUCA world 

• Leadership and management development 

• Learning new skills to drive performance 

• Leadership & Management 

• Leadership management 

• Supporting/improving/management development in existing leaders and agile working 

• Development of soft skills, most notably leadership effectively supporting their team to perform 
their roles remotely, whilst maintaining their physical and mental wellbeing 

• Compliance 

• Soft skills 

• Maximising performance, commercial and business skills 

• Address digital skills gaps. The pandemic has highlighted people’s knowledge and confidence with 
digital or lack of. 

• Compliance training and mental health awareness/first aid 

• Health and safety training 

• Building curated curriculum by function 

• Training staff on their specific job roles 

• Mandatory training 
 

Uncertain: 

• Haven’t got one, just continue as is 

• Still finalising – remote training 

• Taking stock of where we’re at and tidying up loose ends. 

• Don’t know 

• There isn’t one 

• No L&D now 
 
8 What’s likely to be your main L&D priority over the coming year?  

Strategic: 

• Continuing to link outputs with the firm's core principles 

• Creating a strategic L&D Programme. 

• To improve our overall L&D process while taking into account the different needs required 
from employees & that many of our staff will choose to continue working from home once we 
are able to return to the office. 

• Back to basics post re-org 

• Compliance, increasing ROI and developing a clear strategy for the business 

• Mandatory training matrix, apprentice and emerging talent programmes 

• An improved offering and demonstrating impact of training on business performance 

• More structured approach 
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• Role profile analysis to ensure budget is being spent appropriately across the business as we foresee 
big cuts in L&D / HR budget 

• To up-skill staff and invest in staff who wish to develop 

• Looking at management capability aligning job roles and reviewing skill sets ensuring employees feel 
connected to the workplace 

• Flexibility and adaptation to the new processes that we need to create to run the business 
successfully 

• Getting back to classroom 

• Building learning culture 

• Increasing business and delivery. On boarding new associates 

• Support the managers with the training needs of their teams. 
 

Systems / online / virtual: 

• Digital learning 

• Installing Learning & Performance Management System 

• To get more courses ready for remote delivery. 

• Delivering virtual learning 

• Technology 

• How learning is delivered 

• Getting relevant practical and technical training done virtually 
 

Issues: 

• Wellbeing 

• Wellbeing in the Workplace 

• Wellbeing 

• Wellbeing 

• Mental health and wellbeing,  

• Leadership Development 

• Management Capability – empowering managers to deal with People Issues without constant 
support from HR 

• Supporting people through change, we will not go back to what we were doing before so need to 
engage staff with a new way of working rather than forcing it on them which is what the pandemic 
has done. 

• Retaining existing talent and succession planning 

• Up-skilling managers to be better people managers 

• Training staff on their specific job roles. 

• Required learning 

• New starters 

• How to overcome on the job learning, whilst individuals are working from home. 

• Driving performance  
 

Skills: 

• Leadership skills 

• Leadership skills 

• Leadership development 

• Leadership development 

• Leadership management  

• Leadership & management 

• L&M Development 

• Management 

• Increased manager training 

• Remote management  
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• Increasing focus on leadership behaviours in the longer term with respect to empowering 
individuals to choose how, when, and where they work, helping to realise our Future of Work 
ambitions 

• New digital skills 

• Increasing commercial and business skills and efficiencies. 

• Picking up construction site training skills that have not been run during Covid 

• Coaching 

• Apprenticeships 

• Health and safety training 

• My own CPD 

• Coaching 
 

Uncertain: 

• Don’t know 

• L&D no longer organisational priority 
 

9 And what’s your biggest L&D headache? 

Organisational / strategic: 

• Brexit 

• Having disparate L&D activities across the Group. 

• Adapting as the business changes. Being too reactive not proactive. 

• My manager! 

• Effective training that employees will use and not just see L&D as a tick-box. 

• Space in training room!!! 

• No-shows to training – online or otherwise, considering development optional 

• Time to follow up and getting senior management to champion initiatives. 

• Getting L&D on the priority list in our business with so many other conflicting priorities. 

• Building the team environment remotely and getting engagement for yet another Webinar/Zoom 
call etc for training 

• Diagnosing what will make the biggest difference for the most amount of people. With limited 
budgets where do we put the effort 

• Measuring ROI Employee commitment 

• Getting staff to meet the deadlines to complete courses 

• Line manager engagement 

• That employees tell HR they have no time to complete their L&D but on the same hand tell HR there 
are no relevant L&D opportunities created by HR. 

• Engagement of learners and their line managers / Sponsorship from senior leadership 

• Staff (not) having time to attend training 

• Engagement 

• No buy-in from the staff. They do not always want to make the most of the opportunities given or 
agree to a course and then no longer wish to attend. 

• Lack of centralisation. My organisation has 850+ employees and 1 L&D specialist who reports to 
HROD so there is a lot of unavoidable devolution. 

• Availability and the belief that L&D is ‘Training’. 

• Engagement. 

• The way in which we provide it. 

• Changing priorities, not sticking to a strategy. 

• Lack of interest and understanding by senior managers. 

• We don't have an up to date L&D strategy or a corporate course programme which means we don't 
always offer key training courses on a regular basis. 

• People being proactive rather than worrying about events out of their control. 
 
Resources: 

• Under spent budget [Ed: give us a call!] 
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• Lack of budget. 

• Lack of budget! 

• Budget 

• Budget 

• Resource... More expected from less! 

• No team 

• Time and funds 

• Managers wanting to spend their L&D budget elsewhere 

• There's only one of me!! And also that in the current environment it's so difficult to know whether 
to go ahead and plan for the face-to-face, or whether to move everything on line, which always 
takes longer than people think it will! 

 
Systems / technology: 

• Data, our systems aren’t set up to speak to each other so extracting accurate data is a pain. Also 
50% of our headcount cannot access online learning so e-learning is not a viable option 

• Record keeping 

• Virtual delivery isn’t always as impactful. 

• Technology. 

• No LMS Interaction/ Engagement. 

• 100% online learning. 

• Delivery of all training remotely at the moment. Some solutions are more impactful delivered face-
to-face. 

• Distance learning requires learners to have compatible hardware. We deliver short courses so it 
would be impossible to deliver and retrieve IT to students. 

• Technology not working as it should affecting training. 

• Technology limitations. 

• Technology to delivery virtual training. 

• Engage learners during online learning. 

• Demonstrating ROI from virtual learning. 
 

Delivery issues: 

• Breaking the 3.5 hour sessions of the Leadership programme into chunks of 30-40 min each and 
hopefully increasing attendance. 

• Backlog of training requirements 

• No face-to-face training 

• Finding right partner 

• Non-applicable content 

• Dealing with people issues remotely 

• Adapting to the new normal 

• Lack of interest or engagement in external providers 

• Unconscious bias 
 

Uncertain: 

• Not sure 

• Don't know 

 

Virtual or classroom? 
10 Some organisations have been doing classroom-based training this autumn. When do you think you’ll 

be returning to face-to-face delivery? 

 

Note: the survey was launched in mid-December, before the current lockdown. 
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11 How happy have you been with your virtual classroom sessions? 

• Very satisfied – 19% 

• Satisfied – 55% 

• Neutral – 22% 

• Dissatisfied – 3% 

• Very dissatisfied – 0% 

• N/A (we haven’t converted) – 1% 
 

 

 

12 Which platform(s) have you been using? 

 

 

 

 

 

 

 

 

 

 

 

 

 

• Other platforms: 
- GoToMeeting and GoToTraining (we have Teams but I don’t like using it) 
- Big Button 
- Workcast 

 

 



The Maximum Performance survey 2021  10 

Changing the mix? 
13 How do you see your mix of L&D activities changing over the next year or two? 

 

 A lot more A bit more No change A bit less A lot less N/A (activity 
not used in 

your 
organisation) 

Classroom 11% 16% 7% 36% 25% 5% 

Virtual 49% 44% 2% 5% 0% 0% 

e-learning 43% 43% 15% 0% 0% 0% 

AI 5% 11% 33% 0% 0% 51% 

Self-directed 20% 48% 30% 0% 0% 3% 

Curated 8% 23% 48% 0% 0% 21% 

Peer and social 
learning 

15% 59% 18% 5% 0% 3% 

Agile learning 
(collaborative, 
micro, mobile, etc) 

16% 56% 13% 2% 0% 13% 

External events 
(face-to-face) 

2% 15% 18% 28% 30% 8% 

External events 
(virtual) 

11% 61% 11% 7% 5% 5% 

Qualifications 3% 25% 61% 3% 2% 7% 

Apprenticeships 5% 20% 57% 7% 0% 11% 

Coaching (from line 
manager) 

21% 34% 38% 2% 0% 5% 

Coaching (from 
internal pool) 

13% 36% 39% 0% 2% 10% 

Coaching (from 
external coach) 

8% 28% 30% 8% 5% 21% 

Mentoring 18% 41% 31% 0% 2% 8% 

 

14 In terms of developments needs and themes within your organisation, what changes in demand do you 

foresee over the next few months? 
 

 A lot more A bit more No change A bit less A lot less 

Wellbeing 57% 38% 5% 0% 0% 

Resilience 59% 34% 7% 0% 0% 

Mental health 56% 39% 5% 0% 0% 

Engagement / 

culture 

36% 52% 11% 0% 0% 

Values and 

behaviours 

41% 31% 28% 0% 0% 

D&I 38% 25% 34% 0% 3% 

WFH 31% 46% 16% 5% 2% 

Management 

development 

28% 39% 31% 2% 0% 

Leadership 

development 

26% 43% 30% 2% 0% 

Personal 

effectiveness 

28% 48% 23% 2% 0% 

Performance 

reviews (virtual) 

20% 41% 38% 2% 0% 

Coaching skills 25% 43% 31% 2% 0% 

Front-line skills 

(customer service, 

H&S, IT, etc) 

18% 25% 51% 3% 3% 
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Innovation 

 

15 We’re all learning as we go. Have you tried something new this year that’s really worked? 

 

Yes – 71% 

No – 29% 

 

Comments: 

• The use of Stormboard as a collaboration tool 

• Micro-learning 

• Wellness coaching, virtual learning on the whole has been good. 

• More active participation in external L&D practitioners webinars / networks by virtual means – has 
led to some useful peer connections. Previously have relied on physical networking events and 
LinkedIn. 

• All of our technical sessions are now online, our attendance has increased and the range and 
accessibility of sessions has improved.  

• Tried yoga in 2020 – stretching, breathing and relaxing especially spending so much more time at my 
home desk. 

• Virtual workshops and sessions. D&I trainings 

• Delivering training virtually. 

• I am now looking at my internal key stake holders a lot more and listening to what they want from 
their training – understanding what delivery methods will work best. 

• HR inductions have been transformed and now start before day 1 of employment – meaning we are 
employing people who have already ticked off our compliance training. Paperwork is now 100% 
online which should have happened a long time ago but working around Covid has made sure all 
processes are agile as well as people. 

• Virtual learning via Teams, better uptake than face-to-face training and can reach people working 
remotely. 

• Secretarial team being able to work from home – never been able to before. 

• Using Teams. 

• Never used MS Teams or Zoom before, and minimal use of Skype. It's ok and nothing to be 
frightened of. It can work really well if people engage. I've interviewed someone via Teams. Their 
connection was patchy but they didn't get flustered which presented well with the interview board. 
She was offered the job. 

• Miro boards 

• Being in the office I would normally go and support someone with a system for example, I have now 
learnt how to record myself working on my computer so I can still offer that support virtually. It's 
been so much easier than trying to explain things over the phone. Wider, we've introduced 
wellbeing check-ins with a member of staff of your choice, doesn't need to be your line manager but 
someone you can be open with and then feedback to the relevant teams about what might help i.e. 
a proper desk and chair whilst working at home, different communication in the team, support with 
a system. 

• Virtual training – leadership and management. 

• Delivering sessions via Zoom / being able to record and share link. 

• Virtual delivery was new, but use of breakout rooms has increased involvement of participants. 

• On demand learning, learning through networks/peers, reverse mentoring. 

• Working from home is a new experience for me. 

• A lot more surveys [Ed: thank you!] 

• Making the most of free online course. Many providers have been able to facilitate free online 
webinar. As these are online they are cost effective for the provider and the attendee. 

• Using Teams for delivery and meetings. No one had really heard of it and we are now all experts. 

• Series of motivational webinars delivered first thing in the morning and then recorded sales sessions 
with personalised 121 feedback, all done remotely. 



The Maximum Performance survey 2021  12 

• Just really looked at how I can change my sessions to be user friendly and still interactive on Skype, 
adapting exercises, sharing video links to prepare for any potential challenges. Set up Manager 
hacks channel on Teams, innovation hub. 

• Team teaching via WebEx, much better than single tutor/course leader. 

• Working exclusively at home and using online meetings – never worked at home much at all before. 
Also using Menti for interactive presentations. 

• Hybrid teaching e.g. in classroom and virtual at the same time. 

• Mural. 

• Tried to avoid filling in lengthy surveys [Ed: sorry!] 

• Virtual assessment centres. 

• Teams Live. 

• Using MS Teams Channels for Development Programmes and encouraging people to join 
‘communities’ for knowledge-sharing. 

• Nothing specific. 

• Virtual training and professional exams. 

• Digital meetings. 

• Virtual delivery of managers training and mentoring training. 

• Use breakout rooms on MS Teams to improvement engagement in virtual sessions. 

• Introducing coaching. 

• Virtual learning. 

• It’s a small thing, but a combination of self-directed learning in combination with an online 
workshop worked very well – giving time for participants to complete an activity away from the 
screen, but still connected/within a timeframe to come back together with others to reflect and 
share insights. This format was more effective than running straight through a topic with everybody 
continuously on-screen. The other thing which worked about this is that it happened to be a 2 day 
session so people also had time to reflect overnight. It's hard for people to commit to longer 
sessions, but I have found the feedback when they do it is more positive than shorter more intensive 
sessions.  

• We have not done training in a virtual classroom before. Some of the sessions went very well. We 
have also started doing virtual onboarding and remote system training. Both worked very well. 

 
16 And have you tried something new that you definitely won’t be doing again? 

 

Yes – 11% 

No – 89% 

 
Comments: 

• Not yet :) 

• Not yet 

• Prefer to deliver on Zoom rather than Teams. 

• Excel training, very difficult to examine learners’ progress. [Ed: We’ve cracked this – give us a call if 
you’re interested] 

• Diving in to all training offered rather than checking quality 

• Certain networking groups...! 

• I've used polls on Zoom which I thought would be effective because of the interactivity, but I found 
that people didn’t really engage with the content and that what wins (at the moment) over this kind 
of activity is really stimulating conversations/discussions in small groups. 

• Nothing comes to my mind. 

 

 

 

 

Cont… 
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L&D strategy 
17 The CIPD published a list recently of shifts in L&D practice (here). To what extent do any of the 

following statements reflect your organisation’s approach? 

 

 
Already 
doing it 

Moving in 
that 

direction 

No change 
planned 

yet 

Definitely 
not 

Don’t 
know 

L&D priorities are determined by business needs 56% 29% 7% 2% 7% 

L&D is driven by metrics 12% 35% 33% 5% 14% 

L&D is based on the latest theories and 

neuroscience 

11% 19% 39% 16% 16% 

L&D is about curation, not creation 4% 25% 33% 12% 26% 

L&D is about user choice and co-creation 11% 42% 25% 11% 12% 

Learning is as much peer and social as formal 19% 36% 29% 5% 10% 

Learning opportunities are provided ‘in the flow’ 

and on demand, not pre-scheduled 

7% 46% 25% 11% 12% 

Learning comes in bites, not feasts 16% 54% 18% 2% 11% 

Digital learning is primarily directed by L&D 19% 23% 28% 14% 16% 

Digital learning is primarily self-directed by 

learners 

19% 30% 25% 11% 16% 

Digital learning is primarily stand-alone  5% 9% 46% 21% 18% 

Digital learning is primarily blended  18% 27% 33% 4% 18% 

Learning is measured by achievement of business 

goals 

14% 33% 28% 9% 16% 

Learning opportunities are driven by a broad L&D 

‘eco system’ of line managers, leaders, IT people, 

content writers, social media experts, external 

resource, etc 

5% 37% 33% 5% 19% 

 

If it’s not one of the above, what’s the main driver of your L&D strategy for 2021? 

• Rebuild of the business, post pandemic 

• Business strategies 
 

 

About you 

18 This is a confidential questionnaire (we don’t know who you are), so please give us a clue to help us 

interpret the results: 

 

Sector: 

• Private sector – 52% • Public sector – 46% • VCSE sector – 2% 

 

Size of organisation: 

• Up to 250 people – 30% • 251-999 – 37% • 1,000-9,999 – 27% • Over 10,000 – 6% 
 

Respondent’s job role: 

• L&D – 55%   • HR – 19%  

• Other (employed, eg, line manager) – 24% • Other (self-employed, eg, trainer) – 2% 

 

 

And finally… 

Many thanks indeed for taking the time to share your views with us. It is appreciated. 

https://www.cipd.co.uk/knowledge/strategy/development/evolving-practice-factsheet#67243

