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WELCOME TO  
THE 2016 HENLEY  
CORPORATE LEARNING SURVEY
This is the seventh year in which we 
have sought to understand and share 
the views of respondents from a range 
of organisations and roles through our 
comprehensive survey of organisational 
learning & development priorities. This 
year, we achieved our highest response 
rate yet, with 439 individuals from 47 
countries responding.

On this occasion, we have taken a more 
in-depth look at how the size of the 
organisation affects the challenges they 
face and their approach to learning & 
development. We have also analysed the 
anticipated development approaches 
for two staff groups in particular – senior 
& executive management and high 
potentials.

The two key themes in 2016 are an increased focus on 
organisation-wide development and concern around 
senior-level succession planning. As in previous years, 
coaching is a key tool, both for individuals and teams, 
but in 2016 there is also an emphasis on the need 
to access the broader research, insights and ideas 
generated by business schools.

Thank you to everyone who completed the online 
questionnaire this year and to the experts from Henley 
and elsewhere who have given us their views on the 
findings. We hope that you will find the research  
helpful and look forward to hearing your views on  
the outcomes of this year’s survey.

 Steve Ludlow
Head of Executive Education
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EXECUTIVE SUMMARY
Organisational and management 
challenges
• The greatest challenges for organisations over the 

next three years are predicted to be organisation-
wide leadership capability and the effectiveness of 
management teams.

• Achieving cultural change and major re-organisations 
are challenges for more organisations in 2016 than 
previously, particularly within larger organisations.

• Organisations recognise the need to address these 
core challenges by giving more attention to the 
issue of succession planning in 2016 than has been 
reported in the past, particularly at a senior level.

• Respondents report first-hand that their focus is on 
the alignment of long-term organisational goals and 
leadership development.

Learning & development plans
• Senior & executive management is still the group 

most likely to feature in organisational development 
plans in 2016, but middle managers are now as likely 
to be included in plans as high potentials, both in 
around 40% of organisations

• After individual coaching, online and blended 
learning will be the most used development 
methods for organisations with more than 500 
employees, followed very closely by team coaching 
for approximately 60% of organisations. The predicted 
use of team coaching has seen the greatest overall 
rise since last year.

• Coaching is still the preferred learning & 
development method for senior & executive 
management and high potentials, and this is followed 
in both cases by classroom-based learning, with 
online learning being the least preferred method for 
both groups.

Executing learning & development plans 
• For senior & executive management, organisations 

are most likely to work with individual coaches/
consultants, classroom-based training providers and 
business schools, whereas for high potentials internal 
trainers/coaches and internal senior managers are the 
most likely to provide development support.

• The percentage of organisations who predict that 
their learning & development budgets will increase 
in 2016 has grown since 2015; however, for large 
organisations (those with over 500 employees), the 
survey found that more predict a reduction in budget 
than predict a rise.

• The single largest external investment in 2016 in the 
execution of learning & development plans will be 
with classroom-based training providers, individual 
consultants/coaches, and then business schools. 

• When partnering with a business school, the ‘very 
important’ factors influencing the choice of partner 
that are cited most often by organisations are the 
business school’s ability to impact on individual 
performance/business issues, the quality of teaching 
and learning resources, and value for money. 

439

47
INDIVIDUAL 
RESPONDENTS 
FROM

COUNTRIES
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KEY FINDINGS
[Executive Education] creates opportunities to learn about  
the complexity of business, but places equal importance on 

personal insight and awareness (self and others). These complex 
issues are not mutually exclusive and executive education provides  
a framework to embrace both the emotional and the commercial  
in an uncertain world.
Survey Respondent

 
  

1.1 Organisational challenges in the 
next three years
Each year, the Henley Corporate Learning Survey 
seeks to understand the issues that are facing 
organisations and, hence, the context in which learning 
& development plans are made. From this year’s survey, 
the most common challenge facing organisations is 
the effectiveness of management teams, which has 
just overtaken organisation-wide leadership capability 
as the most cited challenge. Across other areas of 
potential challenge, respondent organisations are 
slightly more likely than previously to be facing a major 
re-organisation in the coming years and also wanting 
to achieve cultural change. They are less likely to see 
accessing and implementing new ideas as a challenge 
than was the case a year ago.

1 Organisational and 
development priorities

Which of the following  
do you consider to be  
major challenges facing  
your organisation in the 
next three years?

 2016

 2015

‘The fact that in the past two years our 
survey respondents have highlighted 
organisation-wide leadership capability as 
one of their key organisational challenges, 
alongside the effectiveness of their 
management teams, is very intriguing.  
It shows us that organisations increasingly 
embrace the idea that leadership is 
not only an individual pursuit, but also 
that developing the collective quality 
of leadership across every corner of 
a business is an essential ambition 
that needs a systemic intervention.’

 Dr Bernd Vogel
Associate Professor of Leadership and 
Organisational Behaviour

KEY FINDINGS

41% 36%

36% 36%

33% 41%

33% 36%

47% 48%

52% 52%

55% 51%

58% 59%

62% 59%

63% 58%

2016 2015
Domestic competition

Accessing & implementing new ideas

Addressing technological advances

Managing growth

Speed of change

Major re-organisation

Achieving cultural change

Managing costs

Organisation-wide leadership capability

Effectiveness of management teams
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The Corporate Learning Survey seeks the views of all 
types of organisations and there are clear variations 
in the challenges facing companies according to 
their size. In all but one area, respondents from large 
organisations were more likely to see challenges 
ahead than their smaller counterparts. The greatest 
differences reported were for organisational leadership, 
cultural change, the speed of change and major  
re-organisation, which were all more likely to be seen 
as challenges by large organisations. Not surprisingly, 
the only area that is more likely to preoccupy smaller 
organisations than it does large ones, is how to 
manage growth.  

‘There are significant concerns in the 
banking and finance sector, but also in  
many other sectors too, around the culture 
of an institution. How can organisational 
leaders affect the culture pervasively?  
The general public now expects a different 
organisational culture in the financial 
markets from what went before. The 
challenge for organisational leaders 
is that they need to have very positive 
organisational strategic aims, but they 
must also ensure that the organisational 
culture maps to these. The strategic aims 
are not always automatically followed by the 
actual institutional culture – and this is what 
leaders must address by setting the right 
example. And organisations have responded, 
and are developing a more socially 
responsible organisational culture. Leaders 
must ensure that this is carried throughout 
the organisation as the only answer to 
improving the public image of banking.’

 Professor Adrian Bell
Associate Dean (International),  
Head of ICMA Centre,  
Chair in the History of Finance

27% 29%
International Competition

27% 38%
Domestic Competition

33% 33%
Accessing & implementing new ideas

33% 39%
Addressing technological advances

30% 49%
Major re-organisation

52% 43%
Managing growth

40% 61%
Speed of change

44% 65%
Achieving cultural change

55% 60%
Managing costs

49% 72%
Organisation-wide leadership capability

57% 67%
Effectiveness of management teams

Organisational 
challenges in the 
next three years by 
organisation size

 0-500 employees

 More than 500 employees

63%
Organisation-wide 
leadership capability

62%
Effectiveness of 

management teams

Key Challenges
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1.2 People and talent management 
objectives
In terms of how organisational challenges affect people 
management objectives, both talent retention and 
employee engagement are consistently the most likely 
objectives to be selected in recent years. In line with 
the picture of organisational challenges, particularly 
in larger organisations, there has been an increase in 
the last year in the objective of equipping leaders to 
deliver change. The greatest decreases from 2014 to 
2015 were in the objective of supporting growth for 
competitive advantage, and in attracting new talent.

Every year, we ask respondents what they predict their 
objectives will be for the following year. Consistently, 
the prediction will be to try to deliver more objectives 
than the preceding year. This year, though, there 
is a 70% increase in the percentage of respondents 
predicting that senior-level succession planning will  
be an objective in 2016 than reported it as an  
objective in 2015. (See table above).

‘It is not surprising that senior-level 
succession planning is going to become 
more important in the coming years. 
Organisations are experiencing a perfect 
storm of issues around loyalty, generational 
challenges and the breakdown of trust from 
endless restructuring. Many organisations 
are therefore struggling with succession and 
are putting a lot of work into the transition 
that is needed to develop good leadership. 
The big leap from running a business unit to 
leading an enterprise is difficult to manage 
well because it requires an entirely different 
set of skills. The smart organisations 
have found ways to give future leaders 
an experience of how that leadership 
role will be different and knowledge of 
the skills required, not least those of 
collaboration and emotional resilience.’

 Professor Nick Holley
Co-Director of the Henley Centre  
for HR Excellence

People and talent management objectives 
 

2014  
Actual

2015  
Actual

2016  
prediction

% change  between  
2016 prediction and 

 2015 reality

Retain talent in the business 78% 76% 81% 7%

Maintain and build employee engagement 73% 73% 83% 14%

Support your organisation’s drive for growth  
and competitive advantage

67% 62% 77% 24%

Equip leaders to deliver change 54% 60% 76% 27%

Attract new talent into the business 66% 60% 74% 23%

Aid succession planning - particularly at a senior level 39% 40% 68% 70%

Enable growth in international markets 30% 31% 42% 35%

‘The effectiveness of organisational 
learning is the most important competitive 
advantage for all organisations and, as 
organisational environments change faster, 
so the rate of learning has to increase. And 
Henley’s major global research programme 
‘Tomorrow’s Leadership’ is seeking to 
understand, through conversations with 
CEOs, HR Directors and future leaders 
around the world, more about tomorrow’s 
leadership and how today’s leadership 
development needs to radically change to 
meet the needs of a different tomorrow.’

 Professor Peter Hawkins
Professor of Leadership
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1.3 Development priorities for key 
staff groups
Developing leadership capabilities is, not surprisingly, 
the most often cited priority for both senior executives 
and high potentials. Other development priorities are 
ordered very differently for these two groups, which 
operate at different ends of the experience scale (apart 
from coaching skills, which is ranked fourth for both). 

The ranking of the 15 development priorities for both 
groups are outlined in the table above. 

For senior executives, the third most important 
development priority is strategy execution with 
strategy formulation in fifth position. The top three 
development objectives combined give a picture of 
leaders who need to be aware of their organisational 
context  and of the priority of delivering strategies 
which fit that context.

‘What I find striking is that peer-to-peer 
leadership is low on the list of perceived 
development priorities for senior 
management. Particularly for those leading 
organisations in complex, unpredictable 
and highly uncertain environments, top-
down management will not be sufficient 
for pace and market success when it 
comes to strategy execution (which is 
third on the list of priorities). Rather, by 
influencing beyond their boundaries via 
excellence in peer-to-peer leadership with 
the board, executive managers and across 
internal silos will leaders be able to create 
innovation and outstanding products 
and services in those environments.’

 Dr Bernd Vogel
Associate Professor of Leadership  
and Organisational Behaviour

1

2

3

Leadership capabilities

Customer engagement

Commercial acumen

HIGH POTENTIALS’
DEVELOPMENT PRIORITIES

SENIOR EXECUTIVES’
DEVELOPMENT PRIORITIES 

nt

1

2

3

Leadership capabilities

Leading in a complex, uncertain environme

Strategy execution

Senior 
Executives 

Rank Senior Executives Development Priority

High 
Potentials 

Rank High Potentials Development Priority

1 Leadership capabilities 1 Leadership capabilities

2 Leading in a complex, uncertain environment 2 Customer engagement

3 Strategy execution 3 Commercial acumen

4 Coaching skills 4 Coaching skills

5 Strategy formulation 5 Emotional resilience

6 Developing management teams 6 Leading in a complex, uncertain environment

7 Managing reputation and risk 7 Innovating successfully

8 Emotional resilience 8 Leading complex projects

9 Innovating successfully 9 Entrepreneurial thinking

10 Commercial acumen 10 Leading upwards

11 Leading complex projects 11 Peer-to-peer leadership

12 Customer engagement 12 Strategy execution

13 Entrepreneurial thinking 13 Developing management teams

14 Peer-to-peer leadership 14 Managing reputation and risk

15 Leading upwards 15 Strategy formulation
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1.4 How executive education delivers 
on development priorities and 
organisational objectives 
When asked for thoughts on the benefits of executive 
education to their organisational objectives and 
development priorities, respondents tended to echo 
the responses to other questions about objectives and 
challenges, with executive education seen as addressing 
issues of leadership development, aligning leadership 
and strategy, delivering to long-term objectives, as 
well as improved decision-making and organisational 
performance. A selection of comments includes 
the following:

• It is very important to achieving the longer-term 
goals and equipping the team for those longer-
term objectives.

• Provides executives with the time and space to 
reflect, share experiences, and develop capability and 
confidence to meet strategic challenges.

• Leadership matters: leaders create the climate to 
drive performance of everyone to their full potential.

• One leadership language to stimulate 
greater alignment on diagnosing and solving 
business challenges.

• Creates the opportunity to develop a cadre of leaders 
who understand what good practice looks like.

• Allows our executive team to focus on 
delivering shareholder return as they are 
coaching and developing their teams to achieve 
strategic objectives.

• Help to provide a theme of consistent capability 
without rigidity.

• Foster a culture that fits our strategy and contributes 
to long-term success.

• Executive education assists in adapting the leadership 
approach to fit the strategic direction of our 
organisation.

• Faster, more effective decision-making has increased 
agility within the business and focusing energies 
on value-add activities is creating efficiency and 
successes in retaining and winning new business.

The likelihood of being included in development plans 
for 2016 has increased for nearly all of the groups 
identified in the survey, compared with 2015. Senior  
& executive management are still the priority group for 
organisations, followed by high potentials.

2016 Development plans

Senior & executive management are ‘very 
likely’ to be included in development  
plans for 62% of respondents.

Staff groups  
to be included  
in 2016  
development 
plans

 2016 Very likely

 2015 Very Likely

First-line  
managers

38%
31%

Senior & executive  
managementHigh potentials Middle management

23%
14%

40%
41%

62%
55%
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2.1 Learning & development methods

2 Learning and development 
activities and trends

Planned learning 
and development 
methods for 2016  
by organisation size

 0-500 employees

 More than 500 employees

With reference to their plans for 2016, organisations 
with over 500 employees are more likely to undertake 
each different type of learning & development when 
compared with smaller organisations, but the variation 
in plans is greatest in the areas of individual online 
learning and blended learning. For both types of 
organisation, individual coaching is the most likely 
activity to be undertaken in 2016, and for the sample 
as a whole this is followed by team coaching. However, 
when the size of organisation is taken into account 
larger organisations are more likely to use online and 
blended learning, by almost two thirds of organisations, 
ahead of team coaching. Larger organisations are 
also much more likely to use customised and open 
executive programmes than are smaller organisations. 
Smaller organisations are likely to use peer-to-peer 
learning ahead of externally accredited programmes  
or blended learning.

‘There is often a misunderstanding about 
the distinctions between team coaching 
and team development. Team coaching can 
only take place once you have established 
that you have a team with a shared purpose 
or goal which is more than the sum of 
the individual parts and where the team 
can service the needs of the organisation 
better than people working individually. We 
have worked with organisations on many 
occasions in which team coaching can only 
take place after significant development 
work to establish the team, agree ways 
of communicating, ways of working and 
common goals. Once the individuals 
are indeed a functioning team, then 
team coaching with a coach specifically 
experienced in this field can help lift that 
team to achieve its clear strategic purpose.’

 Dr Patricia Bossons
Director, Henley Centre for Coaching and 
Behavioural Change

56% 61%
Team coaching

55% 58%
Peer-to-peer activities

20% 26%
Group online learning

26% 39%
Open executive education programmes

32% 46%
Customised executive education 

45% 49%
Externally accredited programmes

33% 64%
Individual online learning

42% 62%
Blended learning (part online, part face to face)

79% 83%
Individual coaching
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‘There is currently a global rise in 
organisations seeking to provide team 
coaching for their management teams.  
Team coaching helps teams to take 
collective and shared leadership 
responsibility, and to become “learning 
teams”. In this way, the benefits of 
team coaching continue long after 
that team coach has left because a 
“learning team” places individual and 
collective learning at its heart.’

 Professor Peter Hawkins
Professor of Leadership

2.2 Preferred learning & development 
formats
Respondents were asked to select what they thought 
were the two most preferred learning formats for two 
groups of executives – senior & executive management 
and high potentials. As in the 2015 survey, for both 
groups in 2016 coaching is considered the preferred 
option. But, for the 2016 survey, classroom-based 
learning is now considered the next preferred option, 
which is a change in position from the previous year 
for both groups, and also a significant increase in 
popularity for both groups. Once again, online learning 
is considered to be the least preferred option, which is 
significant in light of the fact that for large organisations 
individual online and blended learning are the second 
and third most likely development activities to be 
used in 2016. 

Senior & executive 
Management - 
preferred formats

 2016

 2015

2.2.1 Senior and Executive Management 

High potentials - 
preferred formats

 2016

 2015

2.2.2 High potentials

PREFERRED LEARNING FORMATS 
HIGH POTENTIALS 2016

1

2

3

Coaching

Classroom-based

Blended Learning

1

2

3

Coaching

Classroom-based

Experiential

PREFERRED LEARNING FORMATS 
SENIOR & EXECUTIVE MANAGEMENT 2016

18% 18%
Project-based

29% 25%
Blended

43% 33%
Classroom-based

Online
7% 6%

Experiential

41% 35%

Coaching

66% 65%

Executive & Senior Management - Preferred formats

High Potentials - Preferred formats

39% 38%

35% 32%

Online

Project-based

Experiential

44% 32%
Classroom-based

Coaching

12% 6%

Blended

44% 37%

56% 52%

18% 18%

29% 25%

43% 33%

7% 6%

41% 35%

66% 65%

39% 38%

35% 32%

Online

Project-based

Experiential

44% 32%
Classroom-based

Coaching

12% 6%

Blended
44% 37%

56% 52%

Online

Project-based

Experiential

Classroom-based

Coaching

Blended
41% 36%

36% 36%

33% 41%

33% 36%

47% 48%

52% 52%

55% 51%

58% 59%

62% 59%

63% 58%

2016 2015
Domestic competition

Accessing & implementing new ideas

Addressing technological advances

Managing growth

Speed of change

Major re-organisation

Achieving cultural change

Managing costs

Organisation-wide leadership capability

Effectiveness of management teams

41% 36%

36% 36%

33% 41%

33% 36%

47% 48%

52% 52%

55% 51%

58% 59%

62% 59%

63% 58%

2016 2015
Domestic competition

Accessing & implementing new ideas

Addressing technological advances

Managing growth

Speed of change

Major re-organisation

Achieving cultural change

Managing costs

Organisation-wide leadership capability

Effectiveness of management teams

18% 18%
Project-based

29% 25%
Blended

43% 33%
Classroom-based

Online
7% 6%

Experiential

41% 35%

Coaching

66% 65%

Executive & Senior Management - Preferred formats

High Potentials - Preferred formats

39% 38%

35% 32%

Online

Project-based

Experiential

44% 32%
Classroom-based

Coaching

12% 6%

Blended

44% 37%

56% 52%

18% 18%

29% 25%

43% 33%

7% 6%

41% 35%

66% 65%

39% 38%

35% 32%

Online

Project-based

Experiential

44% 32%
Classroom-based

Coaching

12% 6%

Blended
44% 37%

56% 52%

Online

Project-based

Experiential

Classroom-based

Coaching

Blended
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Online learning is well suited to overall leadership development

Senior leaders can benefit from online learning

Online learning is more cost effective than other executive development methods

It is impossible to replicate the insights and debates of the classroom in an online environment

Our organisation is comfortable with increasing the ratio of online learning to face-to-face learning

62%8% 91% 84% 16%

22% 104% 72% 48% 14%

39% 95% 82% 37% 6%

47% 116% 49% 43% 6%

37% 141% 56% 21% 6%

‘We see a strong preference for coaching 
for both senior & executive management 
and high potentials. This is a positive 
trend. However, when considering that 
organisations tell us via the survey 
that they also have challenges around 
developing management teams, 
organisation-wide capability and cultural 
change, there might be a danger of 
focussing on individual coaching only. 
Investing in the individual is good, but 
it needs to be supported by systematic 
leadership development that addresses 
these systemic challenges and creates 
organisational impact through learning.’

 Dr Bernd Vogel
Associate Professor of Leadership  
and Organisational Behaviour

2.3 Attitudes to online learning
As the use of online learning has increased rapidly in 
recent years, we offered a series of attitude statements 
to respondents specifically related to online learning. 
Respondents were most likely to agree with the 
statement that senior leaders can benefit from 
online learning but were also least likely to agree that 
online learning is well suited to overall leadership 
development. Respondents were next most likely to 
agree (and had the greatest number of respondents 
strongly agreeing) with the statement that it is 
impossible to replicate the insights and debates of  
the classroom in the online environment.

‘The increase in the adoption of online 
learning & development has too often been 
stuck in the basic, technical, procedural 
and introductory learning space. Staff have 
become frustrated with the experience 
and it has too often received negative 
feedback, as it is seen as somewhat boring 
and procedural. However, progressive 
companies are using technology to build 
a much more adventurous approach to 
learning that allows executives to access 
a “grab as you go” range of support and 
development, which provides a tailored 

patchwork of learning and support 
enabled by technology. This version of 
online learning is much more promising 
than the “e-learning” of recent years, 
which hasn’t delivered. There are a 
small number of companies who have 
been pioneering this approach and are 
now beginning to apply it to leadership 
development where, by using web-based 
platforms, executives are steered on a 
daily basis towards thinking about, and 
undertaking, leadership development.’

 Jonathan Hogg
Partner, Head of People & Talent,  
PA Consulting Group

 Strongly agree

 Agree

 Neither agree nor disagree

 Disagree

 Strongly disagree
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‘We are seeing more and more knowledge 
being digitised, but most managers and 
leaders are suffering from digital overload. 
There is understandable resistance 
to spending more time online with an 
e-learning programme. What senior leaders 
actually want is learning where they can 
access knowledge, tools, insights and 
methods whenever and wherever they 
need them, but this must not replace what 
executives really value about face-to-face 
learning, which is networking – learning 
through relationships. Most learning in life is 
learned through relationships and relational 
contexts. This is particularly true in the case 
of leadership where it needs to be learned 
through relationships, shared endeavour 
and shared challenge. And, of course, the 
other essential element that face-to-face 
development with other leaders provides 
is that protected space and environment 
for deep reflection and thinking.’

 Professor Peter Hawkins
Professor of Leadership

2.4 Learning & development support 
and evaluation
According to the survey, learning & development 
support and evaluation activities (such as asking 
executives to give formal feedback, 360-degree 
feedback reviews and reviewing the impact of business 
projects) are on the increase. There has also been 
an increase in the provision of post-programme 
follow-up provided by programme providers in 2016 
compared to 2015. Just over a third of programme 
providers supplied post-programme follow-up 
regularly in the year up to the 2016 survey, according 
to survey respondents, and this suggests that 
programme providers are increasingly working to 
ensure that learning & development interventions 
carry their impact back into the workplace and create 
long-term value.

Activity recorded as  
‘regularly undertaken’

 
2015  

Survey
2016  

Survey

Ask executive to give formal feedback 41% 46%

360-degree feedback reviews 30% 34%

Post-programme follow-up provided by programme provider 25% 34%

Review impact of executive’s business project if part of an executive programme 25% 34%

Provide ongoing coaching 28% 32%

Provision of additional online resources 17% 27%

Review executive’s development plans 37% 26%

Review executive’s KPIs 32% 25%

Review KPIs of executive’s team/s 27% 11%

34%

25%
2015

2016

Post-programme follow-up  
by programme providers
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3 Learning & development 
providers and spending 

3.1 Learning & development budgets
More organisations predict an increase in learning & 
development budgets in 2016 compared with 2015. 
However, this overall figure changes significantly when 
analysing the answers by organisation size. In 2016, 
respondents from smaller organisations are much more 
likely to predict an increase in budget, compared with 
organisations with more than 500 employees. Less than 
10% of respondents from smaller organisations predict 
a decrease in budget; however, this is reversed for larger 
organisations, with more respondents predicting a 
decrease in budget than a rise.

 Learning & development budget 2013 2014 2015 2016 

Larger than the previous year 21% 31% 23% 28%

The same as the previous year 57% 54% 56% 54%

Smaller than the previous year 22% 15% 21% 18%

Will your 2016 
learning & 
development 
budget be…

 0-500 employees

 More than 500 employees

The same as 2015
56%
51%

Smaller than 2015

27%
8%

Larger than 2015
35%
22%

How much does your organisation  
spend externally on learning & 
development per year

 More than £1m

 £500,001 – £1,000,000

 £250,001 – £500,000

 £50,001 – £250,000

 £0 – £50,00 

 

3.2 Annual external learning & development spend

30%

30%
16%

15%

9%
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3.3 Types of providers used
For the first time, the 2016 survey asked respondents 
which types of internal and external providers they 
were planning to use for the development of their 
senior & executive management and their high 
potentials. 

Which of the 
following types  
of provider will  
you work with in  
2016 for senior  
& executive 
management?

 0-500 employees

 More than 500 employees

For senior & executive management, both categories  
of organisation plan to make the greatest use of 
individual coaches/consultants, followed by classroom-
based training providers and then business schools. At 
this management level, business schools will be used  
in 2016 by almost 60% of the large organisations and  
by just under half of smaller organisations.

Compared with smaller organisations, large 
organisations are more likely to make use of each 
type of external provider, with the exception of online 
training providers, which are slightly more likely to be 
used by smaller organisations than large ones, for both 
senior & executive management and high potentials.

For high potentials, internal providers are likely to 
be used most, alongside classroom-based training 
providers. Individual coaches/consultants are the next 
most likely to be used, followed by online training 
providers, particularly in smaller organisations. As a 
choice of provider, business schools come next and are 
likely to be used by about 40% of large organisations for 
high potentials.

‘Boutique’ and ‘Big 4’ consulting companies were 
the least likely to be used across both groups of 
employees, though they are both more likely to be used 
at the senior & executive management level than for 
high potentials.

3.3.1 Types of provider used in 2016 for senior 
& executive management

Providers most likely to be used 
in 2016 for senior & executive 
management development

1.  Individual coaches/consultants 
2.  Training providers (classroom-based) 
3.  Business schools

Internal senior managers
33% 46%

20% 28%
‘Boutique’ consulting company

37% 31%
Training provider (online)

‘Big 4’ consulting company
8% 18%

Internal trainers/coaches
43% 57%

Business school
45% 59%

Training provider (classroom-based)
62% 64%

Individual coaches/consultants
65% 76%

38% 41%
Professional body
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3.3.2 Types of providers used in 2016  
for high potentials

Which of the 
following types  
of provider will  
you work with in  
2016 for high 
potentials?

 0-500 employees

 More than 500 employees

‘Anecdotal evidence suggests that the big 
general consulting firms are becoming more 
directly involved in leadership development 
as an extension of their traditional 
portfolio of services to clients, but the 
data here shows that they do not yet have 
a significant share of the market. The key 
differentiator for business schools in this 
highly competitive industry is the content 
that comes from robust applied research, 
aligned with a learning approach that is 
sensitive to participants’ needs and the 
client context. University-based business 
schools, such as Henley, can also call on 
input from a wider academic community 
and there is increasing demand from clients 
for insights that come from non-business 
subject areas, as organisations seek to 
understand their rapidly changing social, 
technological and political environment.’

 Steve Ludlow
Head of Executive Education

17% 19%
‘Boutique’ consulting company

30% 34%
Professional body

26% 38%
Business school

‘Big 4’ consulting company
5% 6%

Training provider (online)
41% 38%

Individual coaches/consultants
43% 51%

Training provider (classroom-based)
52% 68%

Internal senior managers
54% 75%

Internal trainers/coaches
52% 78%
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Respondents were surveyed about the type of 
external learning provider with which they would 
make the largest investment in 2016. The most often 
selected was classroom-based training providers, 
followed by individual coaches/consultants and then 
business schools.

3.4 Largest investment

When answers are analysed by size of organisation, 
there are some interesting differences. Large 
organisations are more likely than smaller organisations 
to spend the greatest proportion of their budget 
with classroom-based training providers, and smaller 
organisations are more likely to spend the greatest 
proportion of their budget with individual consultants/
coaches and business schools than large organisations. 
This suggests that although smaller organisations 
are less likely to use business schools than are large 
organisations, when they do use business schools it is 
likely to represent a significant investment for smaller 
organisations.

Types of external 
learning providers 
that will have the 
greatest share of 
financial investment 
in 2016

 0-500 employees

 More than 500 employees

Types of external learning 
providers which will have the 
greatest share of financial 
investment in 2016

 Training providers (classroom-based))

 Individual consultants/coaches

 Business schools

 ‘Boutique’ consulting companies

 Training providers (online)

 Professional bodies

 ‘Big 4’ consulting companies 

29%

3%

7%

19%

20%

12%
10%

7% 16%
‘Boutique’ consulting companies

11% 8%
Training providers (online)

Business schools
23% 15%

Individual consultants/coaches
24% 18%

Training providers (classroom-based)
25% 33%

‘Big 4’ consulting companies
5%1%

8%
Professional bodies

6%
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 Individual 
consultants/coaches

 Business schools

 Training providers

3.5 Important factors that influence who 
to work with

‘Executive education should bring the 
very latest and best researched ideas, 
concepts, theories and approaches to 
its courses. Attendees should leave a 
course enlightened, enthused to create 
innovation and have an insight into how 
to apply their new knowledge once 
they encounter the inertia that exists 
in many organisational structures.’

Survey respondent

Factors selected as 
‘very important’ 
when choosing  
a provider

Business schools are expected to demonstrate that they 
can deliver across a number of factors in order to satisfy 
organisations’ perceptions of what is ‘very important’ 
for them to provide as a partner. Compared with 
other providers, in all but one area, respondents were 
more likely to consider a business school’s offerings as 
‘very important’ including business impact, quality of 
teaching, value for money, thought leadership.  The one 
area more likely to be considered as ‘very important’ 

for training providers and consultants than business 
schools is the ability to provide a tailored approach, 
though this is still important for business schools too. 
Clearly, business schools are expected to provide a 
wealth of knowledge, resources and thought leadership 
to aid organisations in the short- and long-term 
challenges ahead.

Proven ability to impact on individual performance/business issues
51%

72%
65%

51%
59%

58%

Value for money

Learning and networking opportunities with peers from other sectors/organisations

30%
17%

19%

28%
43%

Efficient delivery of learning with minimum disruption

34%

Access to original research and thought leadership
15%

48%
23%

A tailored approach to our organisation/executives
66%

54%
67%

26%
48%

Cutting edge practice, methods and knowledge

22%

40%
Attention to implementation and follow-up

41%
39%

Quality of teaching and learning resources
36%

70%
57%
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‘What we are looking for, in working with  
a business school, is really about scanning 
the horizon and more dynamic thinking. 
Business schools that we work with have the 
ability to pull together the best of new and 
current thinking to create a programme that 
can create meaningful change. This is more 
than a product, as business schools give us 
access to current research and innovative 
thinking, which can then be applied to our 
organisation and the wider financial sector. 
The challenge we address to business 
schools is for them to provide even more 
support to organisations in order to embed 
that learning and for them to measure 
and demonstrate the value for money 
that they provide as a matter of course.’

 Carl Andersen
Learning & Development Specialist, 
Financial Conduct Authority

These expectations are supported by verbatim 
comments from respondents when asked about what 
executive education can provide to their organisation:

• Extremely important to provide insights and 
capabilities for the new era. Pharma companies are 
experiencing big changes.

• Executive education brings the advances in the  
theory into the practical arena of business, enabling 
the organisation to be at the cutting edge of thinking 
and application of that thinking.

• Gives us an extra perspective and a look at how 
academia and others are handling new problems 
and challenges.

• Alignment with good practice outside specific sector 
focus; the opportunity to introduce wider business 
skills to people with strong technical expertise.

• Provides refreshing insights into latest business 
thinking, networking, new methodologies 
and approaches.

• Helps us to keep pace with external developments 
and research in different areas.

• By expanding the horizon of what is happening 
outside my firm.

• Bringing the generic wisdom of others applied  
to the specific organisation where you are  
an employee.

These comments demonstrate findings elsewhere in 
the survey which show that in 2016, organisations will 
be focussed on the development of current and future 
organisational leadership, and thinking more than 
in 2015 about leadership succession, organisational 
culture and change. A significant question to arise from 
the findings of this survey is how organisations can 
harness their activities to not only develop individuals 
but to bring about broader development processes 
that align executive development with organisational 
strategy. This is also an area for focus by business 
schools, to continue to support the development  
of successful and sustainable organisations  
in 2016 and beyond. 
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 £501m +

 £201 – £500m

 £51 – £200m

 £21 – £50m

 Up to £21

 

4 Methodology and Sample 

• The online survey was completed in November 
2015 and 439 respondents participated, the 
largest respondent group since the survey began 
seven years ago.

• Respondents came from 47 countries and comprised 
62% non-HR executives and 38% HR executives.

62%38%

Organisation  
annual turnover

 CEO/Managing Director

 Director/Head 
of Department

 Manager

 Other

 

 

 
Job title

 Non-HR

 HR

 

 
Job function

 501+

 201 – 500

 Under 200

 

 

Number of employees 
in the organisation

29%

27%20%

15%

9%

43%

28%

13%

16%

55%
35%

10%
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PROFILES OF CONTRIBUTORS
 Professor Adrian Bell
Associate Dean (International),  
Head of ICMA Centre,  
Chair in the History of Finance

Adrian is an expert in the history of finance and is currently 
working on a major project funded by the Leverhulme Trust 
on medieval foreign exchange markets, with Professor Chris 
Brooks and Dr Tony Moore. This project builds on previous 
work undertaken by the team for the Economic & Social 
Research Council (ESRC), which investigated the early and 
innovative use of credit finance by English medieval monarchs 
and an earlier ESRC project entitled Modern finance in the 
Middle Ages? Advance contracts for the supply of wool.

 Dr Patricia Bossons
Director, Henley Centre for Coaching  
and Behavioural Change

Patricia started coaching activities at Henley in 2004. She is 
a Chartered Psychologist by background and holds a PhD 
in personality and learning styles. She works extensively in 
executive education for the Business School in the UK and 
internationally.

 Professor Peter Hawkins
Professor of Leadership

Peter is a leading consultant, writer and researcher in 
leadership, organisational learning, managing complex 
change and the development of organisational culture. He 
has worked with many leading companies in Europe, North 
America and South Africa, co-designing and facilitating 
major change and organisational transformation projects. 
He has been a keynote speaker at a number of international 
conferences on leadership and team coaching, and teaches  
at several leading business schools. 

 Jonathan Hogg
Partner, Head of People & Talent,  
PA Consulting Group

Jonathon started out in the world of advertising, where 
he developed a real passion for the art of effective 
communication. With 25 years of consulting experience 
under his belt, Jonathon provides senior advisory support 
in the area of change management and organisation 
development. His current interest is ‘workforce futures’: how 
organisations need to adjust to the changing nature of work 
and jettison tired old approaches to learning, development 
and people management.

 Professor Nick Holley
Co-Director of the Henley Centre for 
HR Excellence

Nick has run the Henley Centre for HR Excellence for the last 
ten years and has extensive experience in researching key 
trends in HR. In 2010, he was voted the fifth ‘Most Influential 
HR Thinker over the Past Five Years’ and is also an associate 
of Dave Ulrich’s RBL Group. Nick works with major global 
businesses and has a background in senior HR roles, as a 
partner at Arthur Andersen and as Director of Global People 
Development at Vodafone. This gives him a highly focused 
commercial and practical outlook on HR.

 Dr Bernd Vogel
Associate Professor of Leadership  
and Organisational Behaviour

Bernd is a director of the Henley Centre for Engaging 
Leadership. In addition to teaching, he undertakes consulting 
work and international speaking engagements for a variety of 
global companies and universities, drawing on his expertise 
in creating and sustaining organisational energy, developing 
leadership and followership capability, leading change and 
working with emotions in organisation. 
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learning and practitioner support and insight are 
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As a result, attending a Henley programme enables 
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leaders and create success back in their organisations.
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This brochure is correct at the time of going to print. Henley Business School reserves the right to amend any of this information. For the latest information please see our website.

This year’s survey 
generated the highest 

response rate yet allowing 
us to share robust fi ndings 
on organisational learning 
& development 
priorities for 2016
Claire Hewitt
Head of Learning and Design, Executive Education 


