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This is the third year we have published our year-end review and
forecasts for 2006. The goal of this report is to give our readers a
summary of our perspectives for the year so you can think about
major initiatives in 2006. Let us start this report with some brief
observations of major changes that happened in 2005.

1. E-learning has matured

In 2005, the U.S. corporate training market made a major shift: e-
learning matured. Although technology continues to play an
increasing role in corporate learning and development, it is no
longer a focus in itself. In fact, the e-learning market has become
so big and broad that we no longer see it as a market in itself — it is
now a tool being used for a wide variety of training and
informational applications.

2005 Growth in E-Learning
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Figure 1: 2005 Growth in E-learning

The tremendous growth in e-learning that took place in 2002, 2003,
and 2004 continued in 2005. Although we believe this growth rate
will flatten we still see e-learning as a significant strategy and
challenge in most training organizations, but it is no longer an
independent initiative. In fact, we changed our research area
definition of e-learning to enterprise learning.

No one questions whether e-learning is a good idea any more (at
least not in the U.S.). We all know that the Internet is a

Bersin & Associates © December, 2005 Not for distribution Licensed material



BE‘JJ Enterprise Learning: WhatWorks® Predictions for 2006 4

tremendous tool for instruction and information distribution — and
corporations will continue to adopt many forms of e-learning.

2. Training budgets increased

2005 was the first year in many years that training budgets
increased. Our research showed that most organizations had
increases, and that the average increase was around 2%.

Training Budgets Increasing

How has your budget
changed
from 2005 to 2004?

46% of
budgets are
higher or
much higher

Weighted average:
~2% increase

About the
S

© Bersin & Associates

Figure 2: Training Budgets Increased in 2005

The largest single program area of spending continues to be
leadership and management education, which is the top priority for
one-fifth of all training organizations. These organizations are
spending around 30% of their program dollars in this area. The
second largest area continues to be professional and industry-
specific training, followed by mandatory compliance programs. IT
training has been flat to declining for several years, and we expect
it to continue to be flat until Microsoft announces its new suite of
Vista-related offerings.

Much of the spending increases went toward technology, which has

changed the economics and nature of corporate training. This leads
us to our next observation.
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3. E-learning has changed the economics of training

Originally, e-learning was viewed as a way to reduce cost. We now
have proof that e-learning does not really save money. The
complexities of e-learning (LMS investments, tools, new staff,
technical support) require a significant capital investment. In fact,
our 2005 research shows that organizations spend upwards of 8-
15% of their total training investment in technology — an enormous
increase in the last few years.

What e-learning does do, however, is shift variable training costs
into fixed costs. It reduces cost per student hour, enabling training
and information to reach more people more often.

Fundamental Economic Shift

Cost of
Training
Function
Traditional The New
L. . X Corporate Learning
The training function is University Organization

shifting from a business of
almost all variable costs
(instructors and programs) to

a business with higher fixed
costs (systems, content,
processes) and lower variable
costs (enrollments).

Technology Investment

Number of Learners
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Figure 3: New Economics of Training

As Figure 3 shows, today’s training organization (the orange line)
has much higher fixed costs than the traditional organization but
lower variable costs (cost per student hour). E-learning has turned
training from a variable cost operation (each student takes a seat in
a class) into a fixed plus variable cost operation (after building a
course, many students can consume the cost for almost no
additional cost).

The new fixed cost of e-learning (represented by the difference
between the green bar and the orange bar in the far left of the
chart) means that the economics of training has changed. In the
new training organization, which we characterize in The High
Impact Learning Organization Research®, some resources, such as

Bersin & Associates © December, 2005 Not for distribution Licensed material



E"f Enterprise Learning: WhatWorks® Predictions for 2006 6

instructors, are replaced with new roles in technology, content
development, measurement, and support.

4. Training organizations are changing dramatically

As we have described in our recent member Webinars, we believe
that the Corporate University model is dying. This model, which is
patterned after the traditional university, is being replaced by a new
model, which we call the Learning Services Organization.

Death of the Corporate University

Corporate
University

Learning
Services

N s S s

=]
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Figure 4: Changes in Training Organization

Learning Services is a service organization. Rather than inviting you
to come to its courses, it delivers training, performance support,
and consulting to you. Consider today’s IT organization: it is a
major evolution from the data processing organization of the 1970s
and 1980s.
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Consider an Analogy: IT

Information
Technology (IT)

Data Processing
Department (DP)
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Figure 5: Data Processing vs. IT

The new organization, Learning Services, has changed the nature of
the way training is organized, governed, and measured. For more
information on these changes, we highly recommend you read, The
High Impact Learning Organization®, our keynote research on this
topic — or come to one of our Building the High Impact
Organization workshops in 20062.

Many important changes have taken place, including a whole new
alliance forming between training and HR.

! The High Impact Learning Organization®: What Works in the Management,
Operations, and Governance of Corporate Training, available to research members or
for purchase at http://www.bersin.com/highimpact.

2 Building the High Impact Learning Organization, a Bersin & Associates WhatWorks®
Workshop, is offered throughout the U.S. in 2006. For more information, go to
http://www.bersin.com/workshop.
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5. E-learning expands well beyond courseware

The definition of e-learning continues to expand. In 2005, we
identified the four stages of e-learning, through our maturity model
research, available at no charge at http://www.bersin.com/stages.

E-Learning Maturity Model

Stage 4: Learning on Demand

Expansion } LCMS, Performance Support, RSS
Where are you? —p—' ' ]
Stage 3: Integrate & Align

Governance, HR Integration, Perf Mgt

Saturation '
Stage 2: Expand

Add more value: Softskills — Custom Blended Programs

Expansion

Stage 1: Getting Started

Save Money: IT Catalog — Off the Shelf — One Size Fits All
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Figure 6: The Four Stages of E-Learning

Every organization goes through these stages. As they do, the
definitions of online learning changes. What was an exciting new
approach a few years ago has become mundane today.
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Figure 7: Evolution of E-Learning Approaches

As the figure above shows, the root of the e-learning tree was Web-
based courseware. Now we see branches shooting off in many
different directions. Dynamic media, such as video, audio, and
simulations, which were nearly impossible to deploy efficiently a few
years ago, have become common.

Big changes that took place in 2005 include:

e Widespread adoption of blended learning. More than
30% of courseware now is included in blended
programs.

e Tremendous growth in rapid e-learning as an approach:
Many forms of rapid e-learning are used today. We will
discuss these in our predictions for 2006. Rapid e-
learning has changed the way content development
groups are organized.

e Major growth in the LCMS market. Most organizations in
stage 2 and 3 (Figure 6) find themselves struggling with
the issues of managing many courses of many kinds.
Almost 40% of mature LMS buyers now are looking at
LCMS solutions.
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e The birth of on-demand learning, led by RSS®
technology, enables learners to subscribe to content and
podcasts. This includes the deployment of communities
of practice — an area of research we will study in 2006.

e A realization that e-learning requires an extensible
environment, with communities of practice,
collaboration, and support by subject matter experts.
As the following example shows, enterprise e-learning is
now a learning environment, not a course.

Building Enterprise Solutions

Character VAL —
Simulation “ =

S— e | I
\
I (] [ mL S AN e
b DN AFN [ I AR

- Learning
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Figure 8: Enterprise E-Learning Environments

3 RSS or “Really Simple Syndication” is a simple technology which enables users to
subscribe to any web page or web document for easy notification when it changes or
a new document appears. Podcasts use RSS feeds, for example.
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6. The LMS market grows rapidly and starts to consolidate

Interestingly enough, as our LMS 2006 report will detail, the LMS
market has grown significantly in 2005. In fact, we expect it to
grow even faster in 2006. Learning management systems now are
well established enterprise applications and all major corporations
are buying and consolidating their LMS investments.

This is not to say that learning management systems are easy to
purchase and implement. Most of our benchmarking data shows
that organizations spend 2-3 years or longer fully implementing
their LMS — and the cost of implementation is going up not down.
The reason for the increase in cost is not software cost, but rather
the greater role that LMS play in the world of HR and training.

Consolidation in the U.S. market has been unrelenting. Oracle
bought PeopleSoft. Saba purchased THINQ and Centra. SumTotal
purchased Pathlore. KnowledgePlanet purchased Knowledgelmpact.
We expect to see more consolidation in 2006.

Despite the consolidation, however, most vendors are growing.
Every focused LMS vendor grew in 2005: CornerstoneOnDemand,
GeolLearning, Learn.com, NetDimensions, PeopleSoft, Plateau,
Oracle, and SAP all saw significant growth. We expect that to
continue in 2006. Although 30-40% of large enterprises have one or
more LMSs, most still are consolidating and switching, and the mid-
market is read hot”.

As we will describe in the next section, the LMS market is changing
quickly and new initiatives (critical talent management,
performance management, and competency-based learning) are
starting to drive the market.

4 Read our upcoming LMS 2006 report for all the details
(http://www.bersin.com/Ims).

Bersin & Associates © December, 2005 Not for distribution Licensed material


http://www.bersin.com/lms

Enterprise Learning: WhatWorks® Predictions for 2006 12

1. Rapid e-learning will evolve

We originally defined the rapid e-learning market back in 2003.
The goal in a rapid e-learning program is to develop informational
content quickly and efficiently by using materials developed by
subject matter experts. This approach is driven by time-critical
training and information needs, not mastery programs.

The first stages of Rapid E-Learning used PowerPoint to Flash
conversion tools (Macromedia Breeze, Articulate, and others). In
our rapid e-learning research, we see many applications of this
model focused primarily on information distribution and critical
information transfer applications. (For more information on the Four
Types of E-Learning, please read, The Blended Learning Book® or
Rapid E-Learning: What Works®®.)

The Rapid E-Learning Market

What Percentage of Your Programs are Time Critical (a few weeks)?

A lot of our
Programs
26%

Most of our
Programs
46%

Some of our
Programs
22%

A few of our =

Programs
Bersin & Associates Research, 300+ responses, 2/2005

6%
© Bersin & Associates

Figure 9: Demand for Rapid E-learning Programs

5 The Blended Learning Book, by Josh Bersin, available at Amazon.com or at
http://www.bersin.com/research/blended_book.asp.

6 Rapid E-Learning: What Work,® Industry Study, available at
http://www.bersin.com/rapid.
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The early approaches have changed. What started as an approach
using PowerPoint to Flash has expanded in three new directions:

1. Rapid Simulations: Using tools such as Macromedia Captivate
and Camtasia, it is now as easy to build application simulations
as it is to build PowerPoint-based learning. Many of our
research clients tell us they are mixing simulation activities with
their PowerPoint-based programs.

Unfortunately, these simulation tools are still not ready for soft-
skills (e.g., management topics, coaching, etc.) so rapid
simulations are primarily used for systems training, application
training and visually appealing compliance programs.

2. Collaborative Rapid E-Learning: Once an organization starts
to use PowerPoint-based e-learning tools for online training (live
or self-study), the need for collaboration starts to emerge. The
simplest form is usually the use of a graphic designer or
template designer to build a template or edit a program
developed by an SME. This demand has created a market for
rapid e-learning tools with collaboration features.

3. Video-based Solutions: Only a few years ago, IT departments
would ban the use of video for online instructional programs.
Those days are largely over in most large organizations: with
bandwidth and standard video players available in most
companies, it is possible to distribute a “talking head” program
without inflaming the IT department.

Many of the clients we talk with now are moving back toward
video to distribute key management updates, operational
training programs, and important company announcements
through a rapid e-learning process.

Prediction: In 2006, most organizations with any e-learning
initiative will be evaluating and using rapid e-learning tools
and rapid e-learning approaches. Microsoft Vista will offer new
rapid e-learning features that will make this approach even
more popular with subject matter experts.

Bersin & Associates © December, 2005 Not for distribution Licensed material
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2. Live e-learning will become bigger

Each year that we study the enterprise learning market, we see live
online events becoming more and more ubiquitous. The live e-
learning or collaboration vendors (WebEx, Centra, Interwise, and
many more) are all experiencing rapid growth from this trend.
Skillsoft and ThomsonNETg, the two largest providers of packaged
e-learning content, now have live e-learning solutions. Saba
acquired Centra with the intention of providing an integrated live
solution. The Microsoft Live Meeting team now realizes that as
much as half of its business comes from the training industry. And
Macromedia/Adobe, the largest tools provider in the training
market, has entered the live e-learning market aggressively with a
low-cost solution called Breeze Live.

When we asked companies in 2005 how they were using their off-
the-shelf content, more than 30% told us they were blending them
with live online events. This blended e-learning model is an
excellent way to give students instructor-access without the cost
and complexity of classroom training.

Many training departments still struggle with the application issues:
When do | use live collaboration technologies? How do | get
instructors trained? How long should programs be? How much
should | charge? These issues are being addressed by a wide
variety of experts and tools that get easier and easier to use every
day. If you are not yet using live e-learning tools, the time is now.

Prediction: In 2006, live e-learning will continue to grow.
Integration of such systems with LMS and other platforms will
become easier and easier. Trainers should develop a
methodology and program plan for using live online events as
a regular delivery type to leverage this proven approach.
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3. The LMS market will grow and mature

As we finalize our LMS 2006 industry study,’ we are thinking about
the LMS market. It continues to grow at an increasingly rapid pace.
In fact, in 2006 we believe organizations will no longer question
why they need an LMS but rather when and how they will adopt
such a system.

A few key trends in 2006:

¢ LMS Consolidation is a Driver: More and more
companies are adopting the enterprise-wide LMS
approach. As we discuss in our research, a single LMS
often is difficult to implement primarily for organizational
reasons. Yet the benefits are well proven. In our High
Impact Learning Organization research, we found that
companies with enterprise learning management
systems have significantly higher training efficiency and
effectiveness in all of the 11 study areas.

e On-demand LMSs Explode: Mid-sized companies and
small enterprises have proven the success of the on-
demand (ASP) LMS approach. Focused companies, like
CornerstoneOnDemand, GeolLearning, and Learn.com,
have proven the on-demand approach.

e Integrated Performance Management has Arrived:
We spent many hours in 2005 studying the growing
market for integrated talent management solutions®. In
Q1 2006, we will publish our report on the Performance
Management market. Most LMS vendors today are
actively building, promoting, and learning about online
performance management solutions which, when
integrated with learning management, provide the
platform for integrated talent management.

e ERP Vendors Grow but Do Not Dominate: Both
Oracle and SAP now have proven solutions in the LMS
market. Yet both are still immature and have shown
limited market success. We expect both companies to
continue to focus in this area, yet most buyers still
choose not to purchase their LMS from the ERP provider.

7 LMS 2006: Trends, Facts, Practical Analysis, and Trends for Corporate Buyers,
Vendors, and Consultants, will be available in January of 2006. To pre-purchase this
study, you can purchase the existing report and 100% of your purchase price will be
applied toward the price of the 2006 report. Visit http://www.bersin.com/Ims.

8 The Convergence between Learning and Performance Management: Has Talent
Management Arrived?, available at http://www.bersin.com/convergence.
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Prediction: LMS consolidation projects will continue. By the
end of 2006, many organizations will start to consider their
LMS a consolidated platform for talent management and look
closely for solutions for integrated learning and performance
management.

4. Content management will become a major focus

When we entered the e-learning market, we remember being
amazed at the sophistication of the various standards: AICC, LRN,
IEEE, ADL/SCORM, and more. Today, we have more advanced
standards than ever. Yet content integration continues to be a
major headache for most companies.

Content Integration Costs

Content integration data for sample enterprise LMS
installations[1]

Typical cost to integrate a large courseware  $150-300K
library

Typical integration time frame 2-3 months
Number of content sources 10-30

Full time staff typically devoted to content 1-2
integration and maintenance

Percentage of e-learning systems budget 15 percent
devoted to content integration

Time required to test new courses for 3 days to 1 month
interoperability

Source: Bersin & Associates interviewed training executives responsible for learning technology at Fortune 500 enterprises

© Bersin & Associates

Figure 10: Cost of Content Integration
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In 2005, we studied the learning content management in detail and
found that more than 40% of mature LMS owners are searching for
a content management solution. The typical question we find in
stage 3 companies (Figure 6) is this:

We now have millions of dollars invested in our e-learning
content. How do | “unlock” it from individual courses so we can
use it for on-demand applications and performance support?

In 2006, we believe this issue will become vitally important in most
training organizations. Key issues that you will need to think about
in 2006 include:

e How do | build content so that it can be reused and
repurposed?

e What type of content management solution should | use
to help my developers collaborate more effectively?

e How do | use my LMS to build an easy-to-use search
interface for workers that need referenceware and not
just courseware?

e What standards should | adopt to make sure that all the
content | build can be repurposed, searched, and
maintained easily?

Prediction: Learning Content Management will become a
mainstream topic in training in 2006. Organizations will
continue to use many tools but start to focus heavily on
standards, LCMS solutions, search, and tagging of content to
make it reusable and available in a personalized form.
Personalized learning will be easier than ever.
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5. Referenceware will become mainstream

Referenceware (online books and reference materials) have now
been proven as a highly effective online resource for technical and
softskills training. Our most recent research on executive use of
information® demonstrated that even top managers use the Internet

extensively.

53%

Huge
Adoption

Of Online
Books

Online Books

49%

Blended Approaches

Emerging Tools in Use

Blended Learning
now Mainstream

Sometimes
Frequently

5%

Simulations
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Figure 11: Use of Online Books in Catalog E-Learning Customers

others from ThomsonNETg,

9 How Executives Search and Use Online

Associates research members.
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start to offer online books and references integrated into their
offerings.
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6. The Corporate University model will slowly die

As we described above, the economics of corporate training have
been forever changed by e-learning. One of the big impacts of this
is the fundamental change in the organization of corporate training.
Similar to the way that data processing evolved into IT in the 1980s
and 1990s, we believe that the Corporate University is evolving into
a model we call Learning Services.

In the Corporate University model, training is viewed as a
centralized corporate function. You “go to the university” to be
trained.

Old: Corporate University

Many offerings
Program centric
Optional programs
Centralized

Focused on
learning and
development

Falling away...

© Bersin & Associates

Figure 12: Old Model: Corporate University

In the Learning Services model, enterprise learning occurs
everywhere. It is available online, at your desk, in your
organization, and when you need it. The Learning Services
organization, similar to IT, comes to you when you need help. The
new organization focuses on performance consulting and business-
relevant programs — and it uses shared services and outsourced
providers to deliver fast, efficient solutions.
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New Organization: Learning Services

Process-centric
Measurable

Accountable to
Business

Focus on
product quality,
efficiency, and value

Integrated with
operations and HR

“High Impact”

© Bersin & Associates

Figure 13: New Model: Learning Services

For more information on this shift, please read our free research
report located at:
http://www.bersin.com/tips_techniqgues/05_nov_death_cu.asp.

If you would like to better understand how you can adapt to this
change, come to one of our High Impact Learning
Organization® workshops (http://www.bersin.com/workshop ) in
2006.

Prediction: Organizations will struggle and focus on
reorganization within corporate training. Those that succeed
in becoming High Impact Learning Organizations® will move
from a program-centric approach to a process-centric
approach, become more business oriented, and implement
performance consulting-led services to their clients.

Bersin & Associates © December, 2005 Not for distribution Licensed material
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7. Learning outsourcing grows, on-demand LMS is hot

The word outsourcing has become a tremendous buzzword in the
training industry. Several large companies have outsourced parts of
their training organizations in 2005. Despite the industry hype,
however, this is a slow trend and is focused on a small nhumber of
companies that have shown Ilimited success. We believe the
traditional “out-tasking” will be the major theme: hiring consultants
and content providers to deliver solutions in specific areas like
leadership development, LMS, and simulations.

By far the biggest trend in outsourcing is the explosive growth of
on-demand learning management systems and services. We believe
the on-demand model for LMS now is fully proven and mid-sized
organizations will adopt on-demand LMS with a high degree of
success.

Prediction: Outsourcing of the training function will not
become a mainstream approach, although some Ilarge
organizations will adopt this model. The hottest area of
outsourcing is the use of the outsourced on-demand hosted
LMS, which will prove to be highly successful in mid-sized
organizations throughout 2006.

Bersin & Associates © December, 2005 Not for distribution Licensed material
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8. Performance Management will impact learning

organizations

One of the major trends we see taking place in corporate learning is
the emergence of online performance management systems and an
integrated approach to talent management. Although talent
management typically is viewed as an HR-led initiative, it is the
biggest and most critical initiative that drives full alignment
between HR and Training.

Performance Management Vendor Market Share by Total Revenue
(Names Removed)

38%

Figure 14: Online Performance Management Market (vendor names
removed)

The market for online performance management software is
growing rapidly. In Q1 of 2006, we will publish our research report
on this market. Today, it is highly fragmented with small providers
while LMS vendors, such as CornerstoneOnDemand, Learn.com,
Plateau, Saba, and TEDS, are jumping in with both feet. We believe
one of the biggest trends in the LMS market is the integration of
performance management tools. This combined offering provides
the basis for an integrated talent management solution, which we
detail in our free report on the convergence between performance
and learning management.®
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Figure 15: Convergence between Learning and Performance Management

Prediction:

performance management.

In 2006, many learning organizations will start to
work with HR on the implementation and integration of online
The biggest challenge will be

identification of critical skills and competencies and mapping
the organization’s learning offerings to goals, performance
plans, and online development plans.
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0. Talent management will require HR and training

alignment

A new position is being filled in many organizations: Director or VP
of Talent Management. We define talent management as the
integration of performance management, learning management,
and skills and competency management to identify critical skills
gaps and put in place a program to fill these gaps.

Although this sounds very difficult and complex, we have identified
a step-by-step approach that works. In 2006, we will publish our
research in this area, Critical Talent Management.

Critical Talent Management

Skills and areas and urgent to Improve the
Competencies needs Business

Identify Critical §> Locate key risk §> Fix the Problems

Job Profiling

Competency Modeling

Critical Skills Identification

Assessment

‘ Performance Management

‘ Learning Management

N— —
V

Demands a Program-Based Approach across HR and Training |

© Bersin & Associates

Figure 16: Critical Talent Management Process

What does this mean for learning and development? It requires an
interdisciplinary team that works across HR Development and
training to bridge the green processes with the blue and orange
processes in the chart above.

Why is talent management becoming such a hot topic? We believe it
is occurring for two reasons. First, learning management systems
have made it easier than ever to catalog skills, competencies, and
learning offerings into a single system. Second, economic trends
have forced organizations to look hard at critical skills.

In many organizations (the U.S. Government in particular), up to
30% of senior positions will retire in the next 5-10 years. Talent
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Management initiatives enable organizations to identify the “talent
bottlenecks” and put in place training, compensation, hiring, or
incentive programs to fill them.

Prediction: In 2006, the topic of Talent Management will drive
many learning organizations. Program teams, which bridge
training with job profiing and skills and competency
development, will be formed. Integration of LMS with
performance management systems will become a major focus
for forward thinking organizations. LMS vendors will start to
focus in this area.

10. Learning and development will be as exciting as ever

Bottom line for 2006: Things will be as exciting as ever. New
technologies, such as podcasting, online video and rapid
simulations, will excite technology fans. LMS will become more
important than ever and start the inevitable evolution into talent
management platforms. Program developers will focus on
management and leadership training, blended learning programs,
live online events, and learning on demand. And VPs and CLOs of
HR will drive the trend toward the integrated learning services
organization to deliver responsive, business-centric, learning
solutions.
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We look forward to providing you with more practical, analytic, and
actionable research and advisory services than ever. Our research
agenda for 2006 is filled with programs to address all the areas in
this report, plus more.

We are also starting a major outreach program next year. In
addition to regular presentations via Webinars and trade shows,
Bersin & Associates will be delivering ten or more workshops in
2006. This integrated workshop program is entitled Building the
High Impact Learning Organization. These one-day workshops
include a detailed Learning Organization Assessment®, an in-depth
review of our enterprise learning research, and an action planning
process to help you develop a specific action plan to improve the
efficiency and effectiveness of your corporate training.

Our senior analysts attend every workshop. It is a perfect
opportunity for you to immerse yourself in these topics, learn from
others, and come back to your organization refreshed with a clear
action plan for improvement. We look forward to meeting with you
there.

For more details, please visit http://www.bersin.com/workshop.

How to participate in our research process

You are a vital part of our research process. Every call, email, or
comment you give us is valuable. If you ever have any questions,
findings, or best practices you would like to share, please contact us
at info@bersin.com or call us at (510) 654-8500.

Our monthly newsletter will be expanding in 2006 with even more
free research, insights, and analyst perspectives. And we have
exciting new delivery approaches, which we will be launching in the
next few months.
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Did you get a lot of valuable information from this report? If you
like this research and would like to have access to an entire year of
our industry reports, case studies, analyses, and bulletins please
become a member of the Bersin & Associates What Works®
Enterprise Learning Research Program. You can browse the
research library at http://www.elearningresearch.com.

Additional information is available can be found at:
http://www.bersin.com/research/research_ctr_announce.asp or by
calling (561) 939-6345.
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Bersin & Associates is the only research and consulting firm solely
focused on What Works® enterprise learning research. With more
than 20 years of experience in e-learning, training, and enterprise
technology, Bersin & Associates provides a wide range of services,
including market research, best practices, benchmarking, vendor
and product analysis, corporate workshops, corporate
implementation plans, and sales and marketing programs. Some of
Bersin & Associates innovations include a complete methodology for
Learning Management Systems (LMS) selection and application
usage, an end-to-end architecture and solution for training
analytics, and one of the industry’s largest research studies on
blended learning implementations.

Bersin & Associates offers the industry's first enterprise learning
research subscription, “The Enterprise Learning Research Center”
(http://www.elearningresearch.com), which offers up-to-date
research, product selection guides, white papers, and access to
other experts online. This service enables corporate training
managers, vendors, and consultants to make faster, better
decisions about enterprise learning strategy, programs, and
technology.

Bersin & Associates can be reached at http://www.bersin.com
<http://www.bersin.com/> or at (510) 654-8500.

Copyright © 2005 Bersin & Associates. All rights reserved. What
Works® and related names such as Rapid E-Learning: What Works®
and The High Impact Learning Organization® are registered
trademarks of Bersin & Associates. No materials from this study
can be duplicated, copied, republished, or re-used without written
permission from Bersin & Associates. The information and forecasts
contained in this report reflect the research and studied opinions of
Bersin & Associates analysts.
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