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From the Author
In today’s talent-driven business environment, the role of corporate 
learning and development (L&D) has become greater than ever. 
Organizations spend between two percent to five percent of their payroll 
on corporate L&D, a large sum of money (greater than $58 billion in the 
U.S. alone). How can organizations make sure they are optimizing these 
expenditures to drive the highest levels of impact and effectiveness?

In 2002, we started to study the best practices in the organization, 
management and governance of corporate learning and development. 
In 2003, we published this report, entitled The High-Impact Learning 
Organization®. Since then, we have advanced and deepened this 
research by talking with hundreds of small, medium and large 
organizations around the world. Our mission throughout this effort has 
been to identify the specific dimensions of corporate training that define 
and create high levels of business impact.

This research is designed to help corporate L&D managers and executives, 
HR executives, and business leaders understand how to best manage, 
govern and benchmark the corporate learning and development 
function. We hope you find this research filled with actionable solutions 
and examples that you can use. For Bersin & Associates, this is an ongoing 
effort – as always, we look forward to your feedback and comments at 
any time.

Josh Bersin 

CEO and Principal Analyst




