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Introduction
COVID saw a rapid transition to online learning. For those 
already working, often forced to work from home, the pandemic 
provided an opportunity to rethink their careers, and get the 
learning and development they needed. For employers, online 
learning delivered flexible access to leading learning brands and 
at a fraction of the cost of sending staff to distant campuses.

Working with LinkedIn, CarringtonCrisp revealed the changing 
nature of the lifelong and executive education marketplace in a 
report published in July 2021. That study has now been repeated 
in order to better understand how the market is evolving, such 
as developing more sophisticated online learning, beginning to 
introduce AI to staff development and assessing the impact of 
geopolitical and economic challenges. Looking at recent LinkedIn 
data gives a clue as to how the learning and development market 
is evolving:

• The skills that employees need for a given position have 
shifted by around 25% since 2015; by 2027, this number is 
expected to double.

• In the last year, more than 45% of hirers on LinkedIn explicitly 
used skills data to fill their roles, up 12% year over year. 
Roughly one in five job postings (19%) in the US no longer 
requires degrees, up from 15% in 2021.

• Conversations around AI on LinkedIn increased globally by 
70% between December 2022 and September 2023.

In the new study, two surveys were undertaken, the first with 
1,100 employers from 32 countries and the second with 
9,927 individuals aged 25–55 from more than 40 countries, 
with the largest groups being from the USA, the UK, India, 
Canada, China, Germany and France.  Data was collected in 
October/November 2023. 

In both surveys, the largest groups work in finance 
and insurance, information and communication, and 
manufacturing.  Among the employers, 29% are 
Members of the Executive Committee/in C-level 
roles/Board Directors, while 25% are Senior 
functional heads.  Just over eight out of ten 
(81%) can decide which programs staff in their 
organisation attend and which providers they 
use.

Among the individual learners, 59% are 
male, 41% are female, 40% are aged 
24–35, 36% from 36–45 and 23% 
from 46–55.  Just under four in 
ten (39%) have an undergraduate 
degree as their highest educational 
qualification, 26% have a Master’s 
degree, 8% an MBA and 12% 
have no degree.
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Executive Summary
The world of work is changing and with it the learning and development that supports individuals 

and businesses.  Across the world, new business models have put an emphasis on value, speed and 
technology.  Learning and development can’t ignore these trends.

The future of lifelong learning and executive education will be branded, international, flexible and 
often delivered differently from before.  Findings from learners and businesses suggest that learning 

is more likely to be a journey than a destination.

Rather than completing a degree in a linear fashion over a number of months, if not years, 
individuals and employers are seeking shorter slices of learning that can be undertaken flexibly 

and will quickly deliver an impact in the workplace.  The learning journey 
might involve a series of different qualifications with different 

providers across different platforms.

With such diversity of learning, it’s sometimes difficult to 
assess the quality of learning that has been undertaken, 
especially when the only qualification provided is 
a certificate of completion.  Instead of traditional 
qualifications, it may be provider brands that indicate 
quality to an employer.  A brand known for the quality of 
its learning experience, the impact it has on individuals 

and businesses, the value of its provision and its customer 
service is likely to be successful in the learning and 

development marketplace.
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A N D  E X E C U T I V E 
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F L E X I B L E  A N D 
O F T E N  D E L I V E R E D 

D I F F E R E N T LY  F R O M 
B E F O R E



New approaches to learning and development may take many different forms.  
Online learning is well established, and technology is likely to play an even 
greater role going forward, especially artificial intelligence.

AI can provide content, it can provide curation and it can drive careers.  New 
course content can be developed quickly, drawing on research, case studies, 
business practice, news and customer requirements.  AI can help 
individuals seeking advice and support to grow their careers, 
curating the best learning and development wherever it 
may be found.

However, there’s more to innovation in learning and 
development than AI.  Collaboration, communities 
of learners and platforms of providers all point to 
new approaches for learners and employers.  Adding 
value to formal learning with personalised, instant 
and, sometimes, free support will extend the value of 
learning.

Universities and business schools will need to think about 
how they innovate and build on their learning heritage.  

Higher education has assets that it can use to build the future of lifelong 
and executive education – research, content, alumni, pedagogy, experience, 
history and accreditation – but will need to think about how to use these assets 
creatively.

Collaborating across universities, rather than just delivering from a business 
school, will help to provide better value to employers.  Building 

relationships that lead employers to a greater depth of 
understanding will create new opportunities for learning 

and development programs.  Creating an awareness of 
what universities and business schools can offer, and 
where, will attract a diversity of employers who need 
learning and development.

Universities and business schools have much to offer 
the learning and development marketplace, but that 
offer needs to evolve beyond traditional practice.  

Recognising how demand is changing, how delivery is 
shifting and what learners want and when, will be key to 

building sustainable and successful lifelong and executive 
education.

C O L L A B O R A T I O N , 
C O M M U N I T I E S  O F 

L E A R N E R S  A N D 
P L A T F O R M S  O F 

P R O V I D E R S ,  A L L 
P O I N T  T O  N E W 

A P P R O A C H E S  F O R 
L E A R N E R S  A N D 

E M P L O Y E R S
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What employers want
– it’s about much more than degrees
Employers are looking for different types of qualifications, some of which 
may not even be considered qualifications in the traditional sense.  While 
around three in ten have used degrees in the last two years (31% Executive 
MBA, 31% Specialised and Executive Master’s and 30% MBAs), that’s far 
behind industry certifications (51%), short course non-degree programs 
often described as executive education (44%), custom designed programs 
(39%) and online courses from a business school (38%).

Only one in five employers (21%) have used microcredentials, which 
may seem low given how often this term is used today.  However, part 
of the problem is how to clearly define a microcredential, when many 
of the different ‘qualifications’ sought by employers might be called 
microcredentials.  And many of those ‘qualifications’ will only come with a 
certificate of completion, lacking any academic credentials, but more often 
backed by a leading learning brand.

It’s clear that employers want flexible and personal solutions for their staff, 
learning that meets a particular need at a particular time, and impact from 
learning that goes beyond a qualification. Coaching and mentoring are 
widely used by employers to support staff development.

6 The future of lifelong and executive education

71%
44%

OF EMPLOYERS SEE INDIVIDUAL 
COACHING AS ESPECIALLY 
VALUABLE TO GROW THE 
IMPACT OF LEARNING

HAVE USED COACHING AND 
38% MENTORING TO SUPPORT 
THEIR STAFF IN THE LAST TWO 
YEARS

Employers



QUALIFICATIONS AND SERVICES USED BY EMPLOYERS IN THE LAST TWO YEARS

7 The future of lifelong and executive educationEmployers
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Industry certification, e.g. Microsoft/Cisco IT 
certification, Project Management, etc.

Coaching

Short course, non-degree programs often 
described as executive education

Custom designed programs

Online courses from a business school

Mentoring

Executive MBA degrees

Specialised and Executive Masters degrees

MBA degrees

Self-badged programs

CPD programs

Microcredentialing



As businesses have recovered from the pandemic, there has been a small majority of employers 
who suggest their budgets for learning and development have increased, compared with those 
where they stayed the same.  However, in the next two years, 67% of employers expect budgets 
to increase, while only 25% expect them to remain the same.

An accelerated demand for learning is being driven by uncertainty and rapid change across 
economies.  Faced with intensifying competition from new entrants, new ways of doing things 
due to changes in technology, increasing costs driving the need for improved productivity 
and labour shortages, employers are seeking new approaches to reskill, upskill and newskill 
their staff.  Add in economic uncertainty, geopolitical challenges and the need to deliver more 
sustainably, and it’s no surprise that employers need to find ways to do things differently, which 
means training staff to do things differently.

Budgets grow to 
meet new demands
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51%

IMPROVING  
PRODUCTIVITY AND  

EFFICIENCY 

43%

DEVELOPING HIGH  
POTENTIAL STAFF 

47%

INTRODUCING NEW 
TECHNOLOGY 

43%

REMAINING 
COMPETITIVE 

DRIVERS OF LEARNING AND DEVELOPMENT AMONG EMPLOYERS ARE LED BY:
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E M P L O Y E R S  F I N D 
T H A T  T H E R E 

A R E  S H O R T A G E S 
A C R O S S  A  W I D E 

R A N G E  O F  S K I L L S

Employers find that there are shortages across a wide range of skills.  
Inevitably, technology is a focus, with artificial intelligence and blockchain 
most likely to be identified as key skills that are not widely available.

However, there are a range of non-technology subjects that employers 
also regard as important but difficult to find: change management, crisis 
management, managing across cultures, agility, business model innovation, 
decision-making in uncertain and complex times, design thinking and 
negotiation are highlighted as key skills that are not widely available.

Given the uncertainty faced by many employers, it’s not surprising to see 
change management, agility, business model innovation and decision-making 
in uncertain and complex times listed.  Having employees that can adapt their 
experience to different situations and manage business transformation will be 
the key to delivering sustained success for many organisations.

Leadership remains a key skill, but it is one of ten that more than half the 
employers consider to be widely available, along with a host of technology 
subjects, strategy and sustainability.  It’s not that there won’t be demand for 
learning and development in these fields, but at present other subjects are 
more important for employers and are currently harder to find.

Reskilled, upskilled, newskilled
– Demand is everywhere
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ENTREPRENEURSHIP RISK MANAGEMENT BUSINESS DEVELOPMENT CREATIVITY INNOVATION
MANAGING A MULTI- 

GENERATIONAL, DIVERSE 
WORKFORCE

41% 48% 52% 46% 49% 46%36% 36% 35% 35% 35% 35%

BUSINESS MODEL 
INNOVATION DESIGN THINKING NEGOTIATION GLOBAL MINDSET RESILIENCE/MINDFULNESS

DECISION MAKING IN 
UNCERTAIN AND COMPLEX 

TIMES

45% 40% 41% 42% 43%46%38% 38% 38% 37% 37%38%

ARTIFICIAL INTELLIGENCE BLOCKCHAIN CHANGE MANAGEMENT CRISIS MANAGEMENT MANAGING ACROSS 
CULTURES AGILITY

48% 35% 39%40% 40% 39% 39%41% 28% 39% 38%49%

KEY SKILLS FOR EMPLOYERS – WIDELY OR NOT WIDELY AVAILABLE



11 Employers The future of lifelong and executive education

DIGITAL LITERACY METAVERSE DIVERSITY, EQUALITY 
& INCLUSION MARKETING RESPONSIBLE 

MANAGEMENT STRATEGY

47% 34% 45% 49% 48% 52%34% 34% 33% 33% 33% 33%

SOCIAL IMPACT DIGITAL TRANSFORMATION
COLLABORATION ACROSS 

VIRTUAL TEAMS, ALLIANCES 
AND PARTNERS

ETHICS AND ETHICAL  
BEHAVIOURS LEADERSHIP PRODUCTIVITY AND 

OPERATIONAL EFFICIENCY

42% 49% 47% 47% 51% 52%35% 35% 34% 34% 34% 34%

SUSTAINABILITY CYBERSECURITY E-COMMERCE COMMUNICATIONS DIGITAL MARKETING
DATA ANALYTICS AND 

DATA-DRIVEN DECISION 
MAKING

50% 55% 51% 54% 51%51%33% 32% 32% 31% 31%33%

KEY SKILLS FOR EMPLOYERS – WIDELY OR NOT WIDELY AVAILABLE
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The future of work drives 
the future of learning

DEFINITELY DISAGREE MOSTLY DISAGREE NEITHER AGREE NOR DISAGREE MOSTLY AGREE DEFINITELY AGREE

The future of learning and development is, in large part, determined by the 
future of work.  While much was changing before COVID, with increasing 
longevity and the growth of the gig economy, the pandemic changed much 
more, not least a desire among many employees to embrace home working.

That drive to flexible working now seems to be part of the new normal; 85% of 
employers agree that they expect their organisation to embed flexible working 
as part of its future operations.  For some employers it will be about a new 
way of working, while for others it will be a necessity, required to ensure that 
sufficient staff with the right skills are available to grow a business.  There may 

be plenty of angst among some bosses who want staff back in the office, but 
that energy would be better spent developing flexible solutions that work for 
everyone.

Almost three-quarters of employers (72%) expect staff to change career 
direction at least once in their lifetime.  As staff work in different modes, as 
they work longer and as they change direction, so they will need to learn more.  
Working with boomerang employees, who may leave, come back and leave 
again for work and/or study, will benefit employers.  New ways of working will 
increasingly drive new ways of learning.

10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

I EXPECT OUR ORGANISATION TO EMBED FLEXIBLE 
WORKING AS PART OF ITS FUTURE OPERATIONS

I EXPECT SENIOR STAFF TO WORK FULL-TIME 
IN AN OFFICE

I EXPECT STAFF TO WORK LONGER BEYOND 
CURRENT RETIREMENT AGES IN THE FUTURE

I EXPECT STAFF TO CHANGE CAREER DIRECTION 
AT LEAST ONCE DURING THEIR WORKING LIFE

THE FUTURE OF WORK – EMPLOYER PERSPECTIVES

2%

2%

4%

5%

10%

10%

5%

17%

20%

21%

36%

35%

36%

33%

30%

36%

4% 10% 30% 55%
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DEFINITELY DISAGREE MOSTLY DISAGREE NEITHER AGREE NOR DISAGREE MOSTLY AGREE DEFINITELY AGREE

The new pattern of learning is already emerging. Employers are developing 
systems and tools to drive greater impact from learning and development in 
their organisations. Recognising the greater diversity of learning over a longer 
time period, 77% of employers anticipate developing a formal lifelong learning 
strategy to upskill and reskill staff.

Part of a lifelong learning strategy means knowing what you already have, 
not just what you might need for the future. Consequently, 74% of employers 
anticipate developing systems to track and monitor both informal and formal 
learning among their employees to make the most of their current skills and 
future development. Agility that allows an employer to get the best fit for 
teams across their organisation will enhance productivity.

10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

I ANTICIPATE OUR ORGANISATION DEVELOPING A 
FORMAL LIFELONG LEARNING STRATEGY TO UPSKILL 
AND RESKILL STAFF

I ANTICIPATE OUR ORGANISATION DEVELOPING SYSTEMS 
TO TRACK AND MONITOR BOTH INFORMAL AND 
FORMAL LEARNING AMONG OUR EMPLOYEES

I ANTICIPATE OUR ORGANISATION PLACING A GREATER 
EMPHASIS ON COMPETENCIES RATHER THAN SKILLS 
WHEN RECRUITING NEW STAFF

EMPLOYER APPROACHES TO STRATEGIES, SYSTEMS AND SKILLS

2%

2%

1%

8%

7%

7%

14%

18%

19%

51%

44%

45%

26%

30%

27%



A fast and flexible future, 
free and on-demand
When it comes to delivery in a future lifelong learning strategy, employers 
are focused on flexibility, relationships and understanding; using flexibility of 
delivery and relationships with providers to build an understanding of their 
business.

•  80% of employers expect that online learning will become the 
standard approach to developing people in their organisation

•  81% believe that customised programs tailored to their 
organisation are key to meeting development needs

•  83% think that programs with a mix of custom and open learning provide 
a valuable option to maximise impact for individual staff.

The nature of the learning is likely to be focused on shorter rather than longer 
periods of learning, although some of these may stack up to produce what is 
recognised as a degree today.  Rather than learning in a linear fashion, short 
bursts of learning within regular working patterns are preferred, generating a 
rapid impact rather than having to wait for degree completion at some point 
in the future.  Learning will be interspersed with working, but in some cases 
the learning will have credits attached that can be added together to create a 
degree.

• 80% believe that short programs leading to a certificate, with the option 
of credits for further study leading to a degree, are useful development 
options

Employers

• 77% believe that short bursts of learning, delivered flexibly and providing 
microcredentials, are valuable in meeting development needs in their 
organisations.

For employers, the key to a successful learning outcome is impact in the 
workplace over an extended time period.  To that end, it is important to have 
learning that ensures that impact can be extended through value-added 
activities.  Coaching may be one way to do this, but employers are looking for 
other ways to extend learning impact.  Activities considered very or extremely 
valuable by employers include:

• free learning updates that can be taken in an hour or less (70%)

• articles on topics covered in previous learning (67%)

• online learning hubs to access further courses (67%)

• on-demand video to supplement and extend learning (65%)
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DEFINITELY DISAGREE MOSTLY DISAGREE NEITHER AGREE NOR DISAGREE MOSTLY AGREE DEFINITELY AGREE

10%10% 20%20% 30%30% 40%40% 50%50% 60%60% 70%70% 80%80% 90%90% 100%100%

SUBSCRIPTION MODELS ALLOWING INDIVIDUAL 
STAFF TO PERSONALISE THEIR LEARNING

ONLINE LEARNING HUBS TO ACCESS FURTHER COURSES

INDIVIDUAL COACHING

WEBINARS TO BRING TOGETHER REMOTE 
LEARNERS TO GROW THE BENEFITS OF LEARNING

ON-DEMAND VIDEO TO SUPPLEMENT 
AND EXTEND LEARNING

FREE LEARNING UPDATES THAT CAN BE 
TAKEN IN AN HOUR OR LESS

ARTICLES ON TOPICS COVERED IN PREVIOUS LEARNING

VALUE ADDED ELEMENTS SOUGHT BY EMPLOYERS BEYOND FORMAL LEARNING

The future of lifelong and executive education

28%

21%

26%

24%

22%

25%

25%

43%

44%

44%

43%

47%

44%

43%

17%

27%

23%

21%

23%

23%

22%

10%

7%

6%

10%

7%

6%

7%

1%

1%
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1%

1%

1%

2%
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Why learn and what to learn?

16 The future of lifelong and executive education

For many, learning has always been associated with advancing their career and growing their income.  And while that 
remains the main reason for undertaking learning and development, skills now have a greater focus, whether that’s 

learning new skills, updating skills, refreshing skills or adding specific knowledge.  

Many of those new or updated skills that are motivating learners are technology-related. Five of the top six skills 
that employees want to learn are technology-related, led by Artificial Intelligence. The only non-technology 

skill in the top six is Leadership. However, that doesn’t mean that learners have abandoned non-technology 
skills. The second half of the top ten finds demand for business development, strategy, communication and 

innovation, with only one technology subject, digital transformation.

For many learners, although technology is important, it doesn’t mean they want deep technical skills. 
An understanding of technology, an ability to use technology and putting technology in a business 

context are much more important than becoming a coder. There is a recognition of the importance 
of technology in the future of business and hence, its value in maintaining and accelerating a career.

The top six reasons given by individuals for undertaking new learning are:

• to improve my earning potential (27%)

• to learn a specific new skill (25%)

• to update or refresh my current skills to support my career (24%)

• to quickly add some new knowledge to support my career (21%)

• to improve my overall employability (20%)

• to build my professional network (20%)

Learners
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TO IMPROVE MY EARNING POTENTIAL 27%

TO LEARN A SPECIFIC NEW SKILL 25%

TO QUICKLY ADD SOME NEW 
KNOWLEDGE TO SUPPORT MY CAREER 21%
TO IMPROVE MY OVERALL 
EMPLOYABILITY 20%

TO BUILD MY PROFESSIONAL NETWORK 20%
AS PART OF MY PLAN TO ALWAYS STUDY 
FURTHER AS PART OF MY PERSONAL 
DEVELOPMENT

19%

TO IMPROVE MY JOB SECURITY 17%

TO START/GROW MY OWN BUSINESS 15%

TO GAIN A PROMOTION MORE QUICKLY 13%
TO GAIN THE KNOWLEDGE NECESSARY TO BE 
SUCCESSFUL IN A NEW JOB 12%
TO HELP ME CHANGE ROLES 
WITHIN MY ORGANISATION 11%
TO SPECIFICALLY DEAL WITH 
THE IMPLICATIONS OF AI 10%
BECAUSE I AM REQUIRED TO TAKE REGULAR 
REFRESHER COURSES TO MAINTAIN MY 
PROFESSIONAL STATUS (CPD)

9%

TO CHANGE CAREER 9%

TO HELP ME CHANGE SECTOR/INDUSTRY 8%
TO HELP MOVE MY CAREER FORWARD 
AFTER THE IMPACT OF COVID 7%
BECAUSE I WAS MADE REDUNDANT AND AM 
LOOKING TO EXPLORE NEW OPPORTUNITIES 6%
BECAUSE OF A RECOMMENDATION FROM 
A FRIEND/COLLEAGUE/EMPLOYER 5%

TO UPDATE OR REFRESH MY CURRENT 
SKILLS TO SUPPORT MY CAREER 24%

MOTIVATIONS FOR FUTURE 
LEARNING AMONG INDIVIDUALS
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CHANGE MANAGEMENT

11%
DIVERSITY, EQUALITY 

AND INCLUSION

10%
ETHICS AND ETHICAL 

BEHAVIOURS

9%
COLLABORATION ACROSS 

VIRTUAL TEAMS, ALLIANCES 
AND PARTNERS

8%
RESILIENCE/

MINDFULNESS

8%
MANAGING ACROSS 

CULTURES

8%
NONE OF THOSE LISTED 

ABOVE

4%

NEGOTIATION SKILLS

14%
RESPONSIBLE 

MANAGEMENT

14%
SOCIAL IMPACT

13%
GLOBAL MINDSET

12%
CRISIS MANAGEMENT

12%
DECISION MAKING 
IN UNCERTAIN AND 

COMPLEX TIMES

12%
MANAGING A 

MULTIGENERATIONAL, 
DIVERSE WORKFORCE

11%

MARKETING

18%
ENTREPRENEURSHIP

17%
DIGITAL LITERACY

17%
SUSTAINABILITY

16%
PRODUCTIVITY 

AND OPERATIONAL 
EFFICIENCY

16%
BUSINESS MODEL 

INNOVATION

16%
CREATIVITY AND DESIGN 

THINKING

15%

DIGITAL 
TRANSFORMATION

25%
STRATEGY

22%
COMMUNICATION SKILLS

20%
INNOVATION

20%
BLOCKCHAIN

20%
RISK MANAGEMENT

19%
METAVERSE

19%

ARTIFICIAL INTELLIGENCE

45%
CYBERSECURITY

33%
DIGITAL MARKETING

31%
E-COMMERCE

29%
LEADERSHIP

26%
DATA ANALYTICS AND 

DATA DRIVEN DECISION 
MAKING

26%
BUSINESS DEVELOPMENT

25%

SKILLS LIKELY TO BE SOUGHT BY INDIVIDUALS IN THE NEXT FIVE YEARS
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Learning technology
– online, on demand, flexible, 
certified and impactful

Learners19

50%

47%
46%

40%
38%

Online blended (a mix of live 
virtual sessions and self-paced 

online learning)

Online on-demand (self-
paced with no live classes or 

tutor interaction)

Blended (a mix of in-person 
face-to-face sessions and 
self-paced online learning)

Hyflex (a mix of in-person 
face-to-face sessions, self-
paced online learning and 

live streaming) In-person (live face-
to-face sessions only)

APPROACHES TO LEARNING 
AMONG INDIVIDUALS

Learning about technology will increasingly mean learning with 
technology.  While 38% of learners would consider in-person live face-
to-face sessions for their studies, four other options provided to the 
survey respondents, all involving some element of technology, were 
more likely to be considered for courses.

Most popular was online blended (50%), providing learners with a 
mix of live virtual sessions and self-paced online learning, while online 
on-demand (purely self-paced study with no live classes or tutor 
interaction) would be considered by 47%.  Blended (a mix of in-person 
face-to-face sessions and self-paced online learning) and hyflex (a 
mix of in-person face-to-face sessions, self-paced online learning and 
live streaming) would be considered by 46% and 40% respectively.  
However learners want to learn, the key seems to be flexibility.

Online learning can be delivered in many ways, leading to different 
expectations among learners.  Whatever format is used, learners 
particularly value several elements in their learning experience:

• Flexibility of study (57%)
• Completion certificate (56%)
• High quality video (53%)
• Instant online access (50%)
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In a separate question, on-demand learning 
was described as very or extremely important 
by 60% of the learners taking the survey. For 
learners, the availability of on-demand provision 
means complete flexibility. 

The employee who comes home from work on a 
Monday evening, after a conversation with their 
manager about the skill development they require, can 
become a learner later that night and begin utilising their 
new skills on Tuesday morning.  However, not all learners 
are keen to embrace the potential of flexibility – 39% are 
not prepared to undertake learning outside of work hours, 
while 38% are open to such an approach.

Learners clearly want more than instant access technology.  
Almost half (48%) describe the use of immersive technologies, 
such as VR, as very or extremely important.  
Learners also value impact and interaction 
– 62% indicate that an action learning 
project to drive impact is very or 
extremely valuable and 56% have 
the same view of peer interactions/
exchanges.

Learners20

IMPORTANT ELEMENTS WHEN CONSIDERING ONLINE LEARNING

NOT AT ALL 
IMPORTANT

SLIGHTLY 
IMPORTANT

IMPORTANT
VERY 

IMPORTANT
EXTREMELY 
IMPORTANT

Peer interactions/
exchanges 3% 12% 30% 33% 33%

The use of immersive 
technologies such as VR 10% 17% 25% 27% 21%

Including an action 
learning project to drive 

impact
2% 8% 28% 35% 27%

On-demand learning 1% 6% 24% 37% 32%

F O R  L E A R N E R S 
T H E  A V A I L A B I L I T Y 

O F  O N - D E M A N D 
P R O V I S I O N 

M E A N S  C O M P L E T E 
F L E X I B I L I T Y

62%
OF LEARNERS INDICATE THAT AN ACTION 

LEARNING PROJECT TO DRIVE IMPACT IS VERY 
OR EXTREMELY VALUABLE
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VALUE OF DIFFERENT ELEMENTS WHEN CONSIDERING A SHORT COURSE

1 
(LOW VALUE)

2 3 4
5 

(HIGH VALUE)

Flexibility of study 1% 2% 11% 30% 57%

Completion certificate 1% 3% 12% 29% 56%

High quality video 1% 3% 12% 31% 53%

Instant online access 1% 3% 13% 33% 50%

Engaging case studies 1% 3% 14% 35% 47%

Personalisation of content 1% 3% 14% 35% 47%

Live classes (online) 2% 4% 15% 33% 46%

Feedback on your progress or assessments 1% 4% 15% 34% 46%

Certification of training hours studied 1% 3% 16% 34% 45%

Live classes (in-person) 4% 7% 17% 31% 42%

External accreditation of your learning provider 1% 4% 17% 36% 42%

Access to tutors in discussion forums 1% 4% 18% 36% 41%

Learners21
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Thinking qualifications 
 Personal, short, fast and, occasionally, degrees

It’s not just new ways of learning that individuals want, but new formats to recognise their learning.  Completion certificates 
have already been highlighted, and when asked specifically about qualifications sought, they are again highlighted, along 

with diplomas, as something that 31% might seek in the next five years to recognise their learning.

Most popular is industry certification, recognising both the value of existing qualifications and the brand power 
delivered by the professional and corporate bodies providing these certifications.  Recognised and valued by 

employers, industry certifications are highly portable in the labour market, helping individuals move jobs and advance 
their careers.

While flexibility may be the key to learning, diversity is the focus of qualifications.  Alongside industry 
certifications, CPD and diplomas/certificates, online courses from a business school and short course, non-

degree programs are likely to be sought by 33% and 27% of learners, respectively.

There also remains a market for more traditional degree qualifications, although it is smaller than 
some of these other options.  The following degree types are sought by around one in four or one 

in five of the learners questioned:

• Specialised and Executive Masters degrees (e.g. MSc, MiM, MA, etc) (23%)

• MBA degrees (23%)

• Executive MBA degrees (20%)

As with employers, only a relatively small percentage of learners (13%) want a microcredential, 
but again this may be more to do with terminology rather than anything else.  At least four of the 

top seven choices of qualification might be described as a microcredential.

22 Learners
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QUALIFICATIONS AND SUPPORT LIKELY TO BE SOUGHT IN THE NEXT FIVE YEARS

The future of lifelong and executive educationLearners

Industry certification, e.g. 
Microsoft/Cisco IT certification, 
Project Management, CPA, CFA, 

CIM, ACCA, etc.

Specialised and Executive Masters 
degrees (e.g. MSc, MiM, MA, etc)

Digital badge (an online validated 
indicator of a skill that can 

be earned in various learning 
environments)

MBA degrees Coaching Executive MBA degrees

Custom designed programs Mentoring Stackable degree delivered in 
modules over an extended period Microcredentials

Online courses from 
a business school Diploma/Certificate

Short course, non-degree programs, 
often described as executive 

education

A program run as part of 
required continuing professional 

development (CPD) in your 
occupation

34%

23% 23% 23% 21% 20%

20% 20% 17% 13%

33% 31% 27% 26%
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Lifelong learning, as the name suggests, is a journey, rather than a 
destination, and that story is borne out by the data from the study.

• 77% agree that, in the future, they expect to undertake more 
learning to upskill and reskill in order to advance their career

• 79% expect to have to update their learning more frequently in the 
future to keep up to date with skill needs

• 70% expect to/already have changed career direction at least once 
during their working life

• 63% would be very or extremely interested in creating their own 
certificate journey by combining courses in different formats

• 59% expect to retire later than they thought when they first 
started working.

The demand for learning may, in part, be driven by different attitudes 
to work.  The shift to remote working brought about by the pandemic is 
not something that individuals are ready to give up; 83% agree that, in 
their future career, they want to have the flexibility to work from home 
some of the time.  Only 55% expect to work full time in an office as 
their career advances.

Learning journeys focused 
on career destinations

Learners

EXPECT TO HAVE TO UPDATE MY LEARNING 
MORE FREQUENTLY IN THE FUTURE TO 
KEEP UP TO DATE WITH SKILL NEEDS

79%

T H E  D E M A N D  F O R 
L E A R N I N G  M A Y  I N 

P A R T  B E  D R I V E N 
B Y  D I F F E R E N T 

A T T I T U D E S  T O  W O R K
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The nature of the learning that individuals want or expect is 
also changing.  Almost seven out of ten respondents (69%) 
indicate that it is important to them that any future learning 
they undertake is with a provider with an international brand 
reputation.  Competition between learning providers has grown 
significantly in recent years, with many new entrants outside of 
higher education entering the marketplace.  Consequently, the 
power and value of brand in signalling quality and impact for 
learners has become more important.

However, brand loyalty may not be strong.  Just over two-thirds 
(68%) would be very or extremely interested in a Netflix-style 
platform for learning where they can choose from a variety of 
providers.  In the same vein, 65% would be interested in joining 
a community of learners to continue peer learning beyond 
formal studies and 61% in a learning subscription allowing them 
to access courses as and when they wish.  Familiar patterns 
of learning engagement are likely to continue to evolve, with 
flexibility being to the fore: 80% want learning to be delivered 
flexibly if they are to fully engage.

Yet, employees are keen to engage and see learning as an 
important element in any package offered by a future employer.  
Around three-quarters of respondents indicate they would be 
more likely to stay at an organisation that values and supports 
their professional development (78%), while 74% would be more 
likely to join an organisation that offered lifelong learning as part 
of their package.

Learners

FUTURE TRENDS FOR INDIVIDUAL LEARNING AND DEVELOPMENT

DEFINITELY 
DISAGREE

MOSTLY 
DISAGREE

NEITHER 
AGREE NOR 
DISAGREE

MOSTLY 
AGREE

DEFINITELY 
AGREE

I expect to undertake more 
learning to upskill and reskill 
in the future to advance my 

career
1% 5% 17% 44% 33%

Location of a learning 
provider will become less 

important as online provision 
becomes more sophisticated

2% 7% 21% 42% 28%

It is important to me 
that any future learning I 

undertake is with a provider 
with an international brand 

reputation

2% 7% 23% 42% 27%

I expect to have to update 
my learning more frequently 

in the future to keep up to 
date with skill needs

1% 4% 17% 45% 34%
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However, learners choose to learn, they are keen to 
embrace a variety of activities to add value to their 
learning experience and extend its impact. Almost 
seven in ten describe individual coaching (68%) and free 
learning updates that can be taken in an hour or less 
(69%) as very or extremely valuable to maintain or grow 
the impact of their learning. Just under two-thirds of the 
learners taking the survey also describe the following as 
very or extremely valuable:

• Online learning hubs to access further courses 
(65%)

• On-demand video to supplement and extend 
learning (66%)

• Articles on topics covered in previous learning (66%)

Learners

NO VALUE
A LITTLE 
VALUE

MODERATELY 
VALUABLE

VERY 
VALUABLE

EXTREMELY 
VALUABLE

Webinars to bring together 
remote learners to grow 
the benefits of learning

2% 8% 30% 43% 16%

Individual coaching 1% 6% 24% 44% 24%

Online learning hubs to 
access further courses 2% 7% 26% 43% 22%

Subscription models 
allowing me to personalise 

my learning
2% 9% 28% 41% 21%

On-demand video to 
supplement and extend 

learning
2% 7% 26% 43% 23%

Free learning updates that 
can be taken in an hour 

or less
2% 6% 23% 43% 26%

Articles on topics covered 
in previous learning 2% 6% 26% 43% 23%

ACTIVITIES SOUGHT BEYOND FORMAL LEARNING TO GROW IMPACT

H O W E V E R ,  L E A R N E R S 
C H O O S E  T O  L E A R N , 
T H E Y  A R E  K E E N  T O 

E M B R A C E  A  V A R I E T Y 
O F  A C T I V I T I E S
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DEFINITELY DISAGREE MOSTLY DISAGREE
NEITHER AGREE NOR 

DISAGREE
MOSTLY AGREE DEFINITELY AGREE

In my future career I want to have the 
flexibility to work from home some of the time 2% 4% 12% 28% 53%

I expect to work full-time in an office as my 
career advances 8% 16% 22% 28% 27%

I expect to retire later than I thought when I 
first started working 5% 12% 24% 30% 29%

I expect to/already have changed career 
direction at least once during my working life 3% 7% 19% 35% 35%

NO INTEREST LITTLE INTEREST QUITE INTERESTED VERY INTERESTED EXTREMELY INTERESTED

A learning subscription allowing me to access 
courses as and when I wish 3% 11% 25% 36% 25%

Joining a community of learners to continue peer 
learning beyond formal studies 4% 13% 28% 34% 21%

A Netflix-style platform for learning where I 
can choose from a variety of providers 4% 11% 26% 33% 25%

Creating your own certificate journey by 
combining courses in different formats 3% 9% 25% 37% 26%

THE FUTURE OF WORK – LEARNER PERSPECTIVES

CONSIDERATION OF NEW APPROACHES TO LEARNING AND DEVELOPMENT
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DEFINITELY DISAGREE MOSTLY DISAGREE
NEITHER AGREE NOR 

DISAGREE
MOSTLY AGREE DEFINITELY AGREE

Learning needs to be delivered 
flexibly if I am to engage in lifelong 

learning
1% 4% 16% 46% 34%

I would appreciate guidance on 
the most valuable skills to learn to 

further enhance my career prospects
1% 4% 18% 46% 31%

My employer should pay any costs 
associated with lifelong learning 3% 8% 28% 39% 23%

I’m not prepared to undertake 
learning outside of work hours 15% 23% 23% 25% 14%

I prefer taking courses at the same 
time as colleagues 5% 12% 30% 34% 19%

I would be more likely to stay at an 
organisation that values and supports 

my professional development
1% 4% 17% 42% 36%

I am only interested in courses that 
are recognised by my employer 8% 17% 27% 31% 17%

I would be more likely to join an 
organisation that offered lifelong 

learning as part of my package
1% 4% 20% 44% 30%

VIEWS ON DIFFERENT ASPECTS OF LIFELONG LEARNING
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Business schools and universities face considerable competition in the lifelong and 
executive education marketplace.  Among employers, 35% would use a business 

school.  However, among learners that increases to 45%. 

With 40% of the learner respondents being aged under 36, many will 
have had a recent experience of higher education when taking a degree, 

undergraduate and/or postgraduate, helping them to better understand 
the breadth and potential of a business school/university offer.  Among 

employers, perhaps aged over 40, their awareness and understanding of 
a business school/university offer may be very undergraduate focused 

and 20 years out of date.

Both employers and learners are most likely to use an 
online provider for their learning, chosen by 57% and 

55% respectively.  For employers, there are a wide 
variety of learning providers that they would 

use ahead of business schools:

• Private training company (51%)

• Professional/industry/trade body (49%)

• Consulting firm (43%)

• In-house service (42%).

Learning Choices

The future of lifelong and executive educationBusiness schools

 A M O N G  E M P L O Y E R S , 
3 5 %  W O U L D  U S E  A 
B U S I N E S S  S C H O O L , 
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Online learning provider

Private training company

In-house service Freelance consultant Chamber of Commerce

Consulting firm Public training body

Business school Professional/industry/ 
trade body

57%

41%

24% 23% 18%

26% 26%

45% 44%
Online learning provider

Consulting firms

Freelance consultants

In-house service

Public training body

Business schools

Chamber of Commerce

Private training company Professional/industry/ 
trade body

57%

43%

34%

42%

30%

35%

25%

51% 49%

PROVIDERS CONSIDERED BY EMPLOYERS 
FOR FUTURE LEARNING

PROVIDERS CONSIDERED BY INDIVIDUALS 
FOR FUTURE LEARNING
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Choosing which provider to use for learning is rarely as simple as a Google 
search.  Many factors will need to be considered – content, price, timing, 
delivery mode and reputation, to name a few.

For employers, business schools are sometimes seen as out of touch with 
the real world, too expensive, not having the expertise sought and, in some 
cases, simply not offering good, local provision.  Administration can also be 
a problem, with 16% suggesting that working with business schools is too 
bureaucratic and they are too slow to respond to enquiries.

Yet, for some employers, business schools do have a valuable offer.  Being able 
to deliver learning and development at different leadership levels, offering 
flexible solutions and drawing on a wide range of content, not just in business 
schools, but across parent universities, makes for an attractive platform for 
those seeking learning and development solutions.

Among individual learners, business schools are also regarded as too 
expensive and out of touch.  Almost one in five (19%) learners looking for 
a short course believe that business schools only offer degrees and 16% 
are unaware that schools offer executive and management development 
programs.

A similar percentage,17%, believe that there are no quality schools near to 
where they live/work.  This problem is further complicated by the 16% who 
believe business schools lack an online offer, meaning they would have too far 
to travel for study.

The case for and against 
business schools and universities

The future of lifelong and executive educationBusiness schools
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Business schools are too theoretical and 
not sufficiently abreast of the real-world 

business challenges we face

Other providers offer programs that better 
meet our development needs

Business schools are too 
expensive Business schools don’t have the specific 

expertise we are seeking

27% 27% 23% 21%

17% 16%

15%

There are no good quality business schools 
near our facilities

Business schools lack an online offer, 
meaning they are too far away for our staff 

to travel

We have not seen any real impact back in 
the workplace after investing in a business 

school program

Our organisation stopped using business 
schools after previous poor experiences

Our organisation only uses in-house 
provision

Working with a business school is too 
bureaucratic

Business schools are too slow to respond to 
our enquiries

I wasn’t aware that business schools offered 
executive and management development 

programs

17% 17%

16% 16% 16%

REASONS EMPLOYERS DON’T USE BUSINESS SCHOOLS

32



BUSINESS SCHOOLS ARE TOO EXPENSIVE 27%

BUSINESS SCHOOLS ARE TOO THEORETICAL 
AND NOT SUFFICIENTLY ABREAST OF THE 
REAL-WORLD BUSINESS CHALLENGES I FACE

OTHER PROVIDERS OFFER PROGRAMS THAT 
BETTER MEET MY DEVELOPMENT NEEDS

BUSINESS SCHOOLS DON’T HAVE THE 
SPECIFIC EXPERTISE I AM SEEKING

THERE ARE NO GOOD QUALITY BUSINESS 
SCHOOLS NEAR WHERE I LIVE/WORK

BUSINESS SCHOOLS LACK AN ONLINE OFFER 
MEANING THEY ARE TOO FAR AWAY FOR ME 
TO TRAVEL

I WASN’T AWARE THAT BUSINESS SCHOOLS 
OFFERED EXECUTIVE AND MANAGEMENT 
DEVELOPMENT PROGRAMS

BUSINESS SCHOOL COURSES DON’T RUN 
OFTEN ENOUGH MEANING I CAN’T LEARN 
QUICKLY

STUDYING WITH A BUSINESS SCHOOL IS 
TOO BUREAUCRATIC

I’VE NOT SEEN ANY REAL IMPACT IN THE 
WORKPLACE AMONG COLLEAGUES WHO 
HAVE TAKEN A BUSINESS SCHOOL PROGRAM

I’VE HAD A POOR EXPERIENCE WITH A 
BUSINESS SCHOOL

BUSINESS SCHOOLS ONLY OFFER 
DEGREES AND I WANT A SHORT COURSE

REASONS INDIVIDUALS DON’T 
USE BUSINESS SCHOOLS

20%

19%

18%

18%

17%

16%

16%

15%

15%

14%

12%
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Despite the many reasons identified for not using business schools and 
universities, employers also indicate a number of important elements 
of a school offer that make them strong learning partners. Most 
important, and chosen by more than a third of employers are:

• solutions that fit various leadership levels in our talent pool (43%)

• a wide range of subjects offered (36%)

• the flexibility of solutions offered (34%).

Of course, a business school on its own will provide a wide variety of 
topics, but a business school inside a comprehensive university may 
be in an even stronger position, able to draw upon a host of specialists 
in other subject areas. The ability to combine content, to do it flexibly 
and in so doing, meet the needs of specific employers, may be key for 
business schools and universities competing against private sector 
providers.

For individuals, five reasons stand out when choosing business 
schools:

• Business schools have a reputation for developing knowledge (54%)

• The quality of faculty delivering courses (48%)

• Business school research adds value to the learning provided (47%)

• A wide range of subjects offered (46%)

• To build a personal network (41%)

The future of lifelong and executive educationBusiness schools34
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43%

Solutions that fit various leadership 
levels in our talent pool

A wide range of  
subjects offered

36%

34%

Flexibility of  
solutions offered

Proximity of schools to our 
business locations

28%

28%

Content backed by 
research

Quality of faculty delivering 
courses

25%

25% 21%

Long standing relationships  
with key schools

Flexible payment 
plans
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Again, breadth of content is important, but also 
content inspired by research, something that an online 
provider can’t offer.  Research undoubtedly adds 
value to a school’s offer in the lifelong and executive 
education space, but it needs to be applied to real-
world business challenges to maximise its value.  A 
business school in a comprehensive university needs 
to leverage the strengths of both their own faculty 
and other faculties to make the most of the desire 
for a wide range of content, something that online 
providers may struggle with.

Faculty quality, where someone has a mastery of their 
subject from years of teaching and research, is again 
difficult for online providers to offer, unless they hire 
faculty to deliver for them.  Building a network is also 
difficult for online providers to offer.  Indeed, this is 
almost impossible when online learning is offered in a 
self-paced environment.

Much research from CarringtonCrisp in recent years 
has found that blended study is popular with learners 
and, in part, this is being driven by the desire to build 
networks.  Being on-campus at the same time as other 
learners probably offers the best opportunity to build 
valuable networks among learners.

The future of lifelong and executive educationBusiness schools35

54%

48%

47%

46%

41%

39%

37%

28%

22%

BUSINESS SCHOOLS 
HAVE A REPUTATION FOR 
DEVELOPING KNOWLEDGE

THE QUALITY OF 
FACULTY DELIVERING 
COURSES

BUSINESS SCHOOL 
RESEARCH ADDS VALUE TO 
THE LEARNING PROVIDED

A WIDE RANGE OF 
SUBJECTS OFFERED

TO BUILD MY PERSONAL 
NETWORK

FLEXIBILITY OF 
SOLUTIONS OFFERED

SOLUTIONS THAT FIT 
VARIOUS LEADERSHIP 
LEVELS

FLEXIBLE PAYMENT PLANS

PROXIMITY OF SCHOOLS TO 
WHERE I LIVE/WORK

I’M AN ALUMNUS OF A 
BUSINESS SCHOOL 16%

REASONS GIVEN BY INDIVIDUALS 
TO USE BUSINESS SCHOOLS
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COVID produced an explosion of new providers entering the learning and 
development marketplace.  Some existed before COVID, some were new 
during COVID, but all grew substantially while many employees were stuck 
at home during lockdowns, seeking skills to advance their careers, perhaps in 
new directions post-COVID.  HolonIQ produced research, just six months into 
COVID, which suggested that, in five years’ time, the size of the online learning 
marketplace would be US$20 billion larger than had been forecast at the start 
of the pandemic.

Ask individual learners if they are aware of some of the technology-led 
learning providers and LinkedIn Learning dominates, known by 60%; perhaps 
not surprising when 84% of the learner respondents say they have a LinkedIn 
account and 71% use that account at least two or three times a week.

Udemy and Coursera are also widely known, by 37% and 33% of learners, 
respectively.  Perhaps more importantly for business schools and universities 
is the repeat business that many of the online providers seem to be able to 
generate; brand loyalty is strong.

A wider market of digital brands
Business schools36

C O V I D  P R O D U C E D 
A N  E X P L O S I O N  O F 

N E W  P R O V I D E R S 
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L E A R N I N G  A N D 
D E V E L O P M E N T 
M A R K E T P L A C E 84%

OF THE LEARNER RESPONDENTS SAY 
THEY HAVE A LINKEDIN ACCOUNT
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37%
Udemy

60%
LinkedIn Learning

33%
Coursera

23%
FutureLearn

22%
ServiceSkills.com

19%
Udacity 18%

General Assembly

17%
eduCBA 17%

OpenSesame

14%
edX/2U/Get Smarter

AWARENESS OF DIGITAL PROVIDERS OF LEARNING
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Interest in online providers is also reflected in the data when employers 
and individuals are asked about studying outside their home country.  
Of course, international study might be with a business school or 
university, as much as with an online provider, and the data suggests 
there is an opportunity to attract international learners, especially 
online.

Just over a third (36%) of employers would send their staff to study 
with a provider in a country where they are not primarily based for 
work, while more than half (58%) would have their staff take a course 
online with a business school in a country where they are not primarily 
based for work.

International providers, previously out of reach to many, may now be 
easily accessed through online learning.  Among individual learners, 
42% would consider physically studying internationally, while 55% 
would take a course online with a business school in a country where 
they are not primarily based for work.

While learners are open to taking courses on the other side of the 
world, navigating the variety of offers available in a highly competitive 
market can be perplexing at times.  More than three-quarters (77%) 
would appreciate guidance on the most valuable skills to learn to 
further enhance their career prospects.

Where in the World
The future of lifelong and executive educationBusiness schools38
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NO MAYBE YES

10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

HAVE THEM TAKE A COURSE ONLINE WITH A 
BUSINESS SCHOOL IN A COUNTRY WHERE THEY 
ARE NOT PRIMARILY BASED FOR WORK

SENDING THEM TO STUDY WITH A PROVIDER IN 
A COUNTRY WHERE THEY ARE NOT PRIMARILY 
BASED FOR WORK

EMPLOYER CONSIDERATION OF INTERNATIONAL LEARNING FOR STAFF

10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

STUDYING WITH A PROVIDER IN A COUNTRY WHERE 
YOU ARE NOT PRIMARILY BASED FOR WORK

TAKING A COURSE ONLINE WITH A BUSINESS 
SCHOOL IN A COUNTRY WHERE YOU ARE NOT 
PRIMARILY BASED FOR WORK

INDIVIDUAL CONSIDERATION OF INTERNATIONAL LEARNING OPTIONS

22%

10%

8%

42%

55%

48%

37%

9%

36%

58%

44%

33%

NO MAYBE YES
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Wherever learners hope to learn, they are, not surprisingly, likely to begin their 
search online.  Just over six out of ten (61%) respondents begin their search for 
a learning provider online.  Given the number of learners using business schools, 
it’s also not surprising that 41% use a business school or other provider website.  
Almost four out of ten (39%) respondents use social media networks.

For more than a quarter (28%) of the respondents, the starting point in their 
search for learning is to look backwards and return to the institution where 
they previously studied.  Too often alumni are overlooked as a market for 
future learners.  Sometimes they are seen as having completed their learning 
and, in other cases, are more about their potential financial contribution.  
Having previously purchased learning from an institution, alumni are repeat 
buyers, a category that usually require less resources from a provider to 
generate a future purchase.

When a prospective learner turns to social media, they are most likely 
to be using LinkedIn (78%), with YouTube (73%) just behind.  For some, 

YouTube may also be the final destination for their learning, with a host 
of free resources for those looking for an introduction to a particular 

skill.  Facebook is used by 63% and Instagram by 57%, highlighting the 
wide use of these tools by those seeking to connect with learning 

providers.

What attracts 
learners and where?

Business schools

4/10
RESPONDENTS USE SOCIAL 
MEDIA NETWORKS

61%
OF RESPONDENTS  BEGIN 
THEIR SEARCH FOR A 
LEARNING PROVIDER ONLINE
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40%
36%
30%
27%
23%
14%
14%
10%

Academic research

Business case studies

Thought leadership articles 

Institutional posts and videos

Alumni case studies

Programme-specific content

Fun posts and videos

Posts and videos from current students

Simply being on social media is not enough to ensure a steady flow of prospective 
learners; business schools and universities need to produce engaging and appropriate 
content.  Here, business schools and universities again have an advantage over many 
online providers – prospective learners want content that schools already have.  The 
most sought content on social media is:

• academic research (40%)

• business cases studies (36%) and, 

• programme-specific content (30%). 

Prospective learners are probably not looking for detailed academic papers, but 
instead bite-sized content that introduces research and connects it to the real-world 
problems they are trying to solve in their careers.

CONTENT MOST VALUED ON BUSINESS EDUCATION SOCIAL MEDIA SITES
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USE OF SOCIAL MEDIA TOOLS BY INDIVIDUALS 
WHEN SEEKING LEARNING

63%

73%

78%

57%

45%

LINKEDIN

YOUTUBE

FACEBOOK

INSTAGRAM

TWITTER/X
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For a business school or university looking to build its lifelong and executive 
education offer, understanding market need and/or desire is key. Individual 
learners have a long list of what they want from a provider, but the three items 
ranked most important are:

• provides support to develop my career (38%)

• is highly ranked (38%)

• offers good value courses (37%)

These priorities provide clear encouragement for both business schools/
universities and online providers.  Support for careers could favour both 
business schools and online providers.  The recognition of the academic 
excellence of a business school may be seen favourably by an employer, whereas 
a short course with an online provider may deliver a quick career impact.  
Rankings play better for business schools, but value may be a strength for online 
providers.

Further down the list, there are similar mixed messages for online providers 
and business schools/universities.  Internationally recognised accreditation, 
the fourth most important requirement, is likely to be something that business 
schools and universities can provide to a greater extent than online providers, 
but good customer service, ranked equally in fourth place, might be seen more 
among online providers.

Priorities for 
providers

The future of lifelong and executive education

In equal seventh place is strong brand reputation, something that might be a 
positive for either a business school/university or a private provider.  Brand is 
certainly something that is becoming more important for all providers.  Brands 
that have international reach, that have a reputation for quality learning 
outcomes, that offer relevant and broad content and that can deliver flexibly will 
be able to build strong offers in the learning marketplace.

When asked specifically what business schools should do for learners, the answer 
is pretty much everything from more flexible approaches to degrees through to 
short, inexpensive programs to deliver relevant skills for those who are working.  
Two of the top priorities are providing clear routes to enable and support lifelong 
learning and offering stackable qualifications with learning accumulated over an 
extended period.  As learners seek to navigate their way through a new world of 
lifelong learning, help with the journey will be highly valued.

Business schools
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KEY ELEMENTS WHEN CONSIDERING A PROVIDER OF LIFELONG AND EXECUTIVE EDUCATION

PROVIDES SUPPORT TO 
DEVELOP MY CAREER

HAS A GLOBAL FOCUS

CHALLENGES WORLD VIEWS 
BY COMBINING INNOVATIVE 

AND CRITICAL THINKING 

IS HIGHLY RANKED 

HAS A STRONG BRAND 
REPUTATION

DEVELOPS STRONG 
NETWORKS AMONG ITS 

LEARNERS

OFFERS GOOD VALUE 
COURSES 

IS RECOGNISED FOR ITS 
QUALITY BY LEADING  

EMPLOYERS

OFFERS THE LATEST  
UP TO DATE TOPICS

HAS INTERNATIONALLY 
RECOGNISED ACCREDITATION 

FOR ITS COURSES

HAS A FOCUS ON SOCIAL 
RESPONSIBILITY 

EMBRACES DIGITAL  
DELIVERY OF LEARNING 

PROVIDES GOOD  
CUSTOMER SERVICE

ALLOWS ME TO PERSONALISE 
MY LEARNING WITH 
FLEXIBLE DELIVERY 

FORMATS

ATTRACTS PEOPLE IN 
A SIMILAR ROLE AND 

SENIORITY AS MYSELF

ALLOWS ME TO PERSONALISE MY 
LEARNING BY CHOOSING CONTENT 

RELEVANT TO MY NEEDS

OFFERS A CULTURE OF 
ENTERPRISE

38%

34%

31%

31%

32%

36%

31%

33%

33%

34%

34%

33%

33%

33%

33%

32%

35%

35%

38%

33%

31%

37%

33%

31%

35%

33%

30%

29%

32% 32%

37%

30%

34%

36%

33%

36%

33%

35%

34%

35%

32%

35%

32%

28%

34%

32%

32%

33%

38%

31%

35%

1 2 3
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If online learning was the focus of our previous 
report on the future of lifelong and executive 
education, then artificial intelligence is the 
inescapable aspect of the latest study.  Discussion, 
debate and the use of artificial intelligence is 
everywhere in higher education at present and is likely 
to have a growing impact on the future of lifelong and 
executive education.

The impact of technology on learning and development 
is already significant, but AI may move things on 
further and faster than before.  If nothing else, AI 
will be a tool for creating learning content and 
to potentially personalise courses to individual 
needs.

AI offers opportunities to drive greater impact 
in learning and development for employers and 
their staff.  Learning experience platforms will help 
build individual journeys for learners, enabling them 
to make the most of study opportunities and to put 
together courses that best meet their career needs at any 
particular time.

The AI 
generation

The future of lifelong and executive educationThe AI generation

D I S C U S S I O N , 
D E B A T E  A N D  T H E 

U S E  O F  A R T I F I C I A L 
I N T E L L I G E N C E 

I S  E V E R Y W H E R E 
I N  H I G H E R 

E D U C A T I O N  A T 
P R E S E N T
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It might appear that AI is a win-win situation for employers seeking to build the 
skills and knowledge of their staff, but not everything may be straightforward.  
A lack of knowledge about staff and their current skills, AI resources directed 
elsewhere in an organisation rather than to learning and development and an 
inability of AI to capture the creativeness needed in good quality instructional 
design may hinder the value derived from AI in lifelong and executive education.

Both employers and learners were asked for their views on a series of 
statements relating to AI and learning.  Among employers:

• 78% agree that AI-generated content is increasingly likely to be used in 
learning and development for their staff

• 78% agree that AI tools will help them maximise the impact of learning and 
development for their staff

• 74% agree that AI-powered learning experience platforms will help 
personalise the learning experience for their staff.

There is a sense of inevitability that AI will somehow become an integral part  
of the learning and development that employers provide for staff.  However,  
the implementation of AI in learning and development may not be 
straightforward.  Among employers:

•  64% agree that the use of AI in their organisation is focused on activities 
other than learning and development

•  59% agree that AI can’t replace the creativity required in good quality 
instructional design

•  57% agree that their organisation lacks the data on employee skills and 
corporate needs to benefit from AI in their learning and development

To make the most of AI in their learning and development provision, employers 
need to think about it in the context of their wider development strategy. 
Employers need to be clear about the resources required to introduce AI 
effectively, the impact they are seeking and the outcomes they want for their 
staff and business.

78%AGREE THAT AI GENERATED 
CONTENT IS INCREASINGLY LIKELY 
TO BE USED IN LEARNING AND 
DEVELOPMENT FOR THEIR STAFF
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Among learners, there are also mixed 
messages about the role of AI in their 
development and learning:

• 74% agree that they expect to use AI-
generated content in their learning and 
development

• 76% agree that they expect to use AI tools to 
help them maximise the impact of learning and 
development

• 71% agree that they expect to use AI-powered 
learning experience platforms to personalise their 
studies (e.g. creating study materials for me or providing 
instant feedback on assignments).

However, there are again obstacles to meeting all these 
goals, especially around sophistication and creativity.  Among 
learners:

• 61% agree that AI can’t replace the creativity required in good 
quality instructional design

• 76% agree they want AI-generated educational content to be 
clearly labelled as such

• 54% agree that AI is not yet sophisticated enough to provide valuable 
support to their learning and development.

While there may be barriers to AI implementation in learning and 
development today, there are clear expectations about its future impact.

.

DEFINITELY 
DISAGREE

MOSTLY 
DISAGREE

NEITHER 
AGREE NOR 
DISAGREE

MOSTLY 
AGREE

DEFINITELY 
AGREE

AI generated content is 
increasingly likely to be used 
in learning and development 

for our staff
4% 8% 9% 33% 45%

AI tools will help us maximise 
the impact of learning and 
development for our staff

4% 6% 11% 38% 40%

AI powered learning 
experience platforms will 

help personalise the learning 
experience for our staff

3% 8% 13% 37% 37%

AI can’t replace the creativity 
required in good quality 

instructional design
5% 11% 23% 29% 30%

Our organisation lacks the 
data on employee skills and 
corporate needs to benefit 

from AI in our learning  
and development

8% 14% 21% 31% 26%

The use of AI in our 
organisation is focused on 

activities other than 
learning and  

development

4% 11% 18% 32% 32%

VIEWS OF EMPLOYERS ON THE USE 
OF ARTIFICIAL INTELLIGENCE IN 
LEARNING AND DEVELOPMENT
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VIEWS OF INDIVIDUALS ON THE USE OF ARTIFICIAL 
INTELLIGENCE IN LEARNING AND DEVELOPMENT

DEFINITELY 
DISAGREE

MOSTLY 
DISAGREE

NEITHER 
AGREE NOR 
DISAGREE

MOSTLY 
AGREE

DEFINITELY 
AGREE

DON’T 
KNOW / 

NOT SURE

I expect to use AI-generated content 
in my learning and development 3% 6% 15% 34% 40% 2%

I expect to use AI tools to help me 
maximise the impact of learning and 

development
2% 5% 14% 38% 38% 3%

I expect to use AI-powered learning 
experience platforms to personalise 

my studies (e.g. creating study 
materials for me or providing instant 

feedback on assignments)

3% 6% 17% 38% 33% 3%

AI can’t replace the creativity required 
in good quality instructional design 3% 9% 23% 30% 31% 4%

I would want AI-generated 
educational content to be clearly 

labelled as such
2% 4% 15% 35% 41% 4%

AI is not yet sophisticated enough 
to provide valuable support to my 

learning and development
5% 13% 24% 28% 26% 4%
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1A flexible future 
Whether employer or learner, the message from the research is the 
need to be flexible.  Employers want solutions that can meet their 

particular needs, perhaps by drawing content from different providers.  
Learners want solutions that fit their situation, whether that’s face-to-face, 
blended or online, studying at their own pace or building a network with 
others.

2 The power of brand  
What makes a powerful learning brand?  Of course, marketing can build 
awareness, but ultimately the experience of learning and the outcome 

will be key.  When learning can be delivered by a provider from the other 
side of the world rather than just round the corner, brand will be increasingly 
important when it comes to establishing trust and ensuring value.

3 The diversity of qualifications  
Degrees aren’t about to disappear, but the diversity of qualifications 
is likely to grow.  Everything from certificates of completion to digital 

badges and CPD to professional credentials will be part of the qualifications 
landscape.  Perhaps there could be a term that covers all of them – 
microcredentials, maybe!

Conclusions
4Be quick, be impactful 

It’s not just about flexibility.  Learning often needs to be delivered 
speedily, providing rapid career impact and adding skills or knowledge 

that an employer needs to take their business forward.  Providers that can 
demonstrate the impact of their courses for both individuals and organisations 
will be popular.  Lengthy linear learning may be sought less, but a hop, skip and 
a jump, moving quickly from one piece of learning to another, and maybe in 
different directions, is increasingly a preferred approach.

5 It’s not all about AI 
AI seems to be part of every conversation today.  Learning and 
development are no different.  Whether it’s learning about AI or using 

AI to deliver and support learning, AI will be part of the future.  However, 
there’s more to technology than AI, with learners interested in a host of 
different tech topics and keen to use a variety of technologies in different 
ways to support their learning.
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At CarringtonCrisp we work with universities and business schools to offer 
imaginative approaches to your ever-changing world, using data and creativity to 
drive analysis, insight and practical solutions.

We are pioneers when it comes to market insights about business education.  
Our long-standing, regular reports have become a blueprint for schools who 
want to manage change using data to drive understanding of their key audiences. 
Our consulting, creative and research services provide the tools to help 
institutions define their offer and stand out from the crowd. 

We help universities and business schools to change.  Higher education doesn’t 
need more of the same, it needs better, original and inspiring. We work with 
universities and business schools to build on the power of imagination, helping 
them grow in a highly competitive and crowded international marketplace.

Since CarringtonCrisp was founded in 2004, we have worked with more than 
200 universities and business schools in 40 countries to build their future.
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