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Chapter 1 – Identifying the Problem 
 
The area of research I have chosen is to look at is the problem of poor uptake of leadership programmes at 
level 3, 4 plus 5 and I will be exploring the issues of the introduction of self-managed development as a 
strategic organisational development tool, and online education ‘Is it as effective as traditional teaching.  The 
registrations on these classroom based programmes is falling year on year and feedback from enquiries are 
often that of “not having the time to go on the traditional taught programmes is a barrier, as well as travel and 
accommodation costs to attend. Looking the Top level programme, its duration length of time to complete the 
programme is often over 2 years; however must candidates can successfully complete within one year. From 
this more and more are following the e-learning or blended delivery in this subject to achieve their 
professional qualifications. 
 
By researching this problem will then allow me to gain more accurate data to design the programmes to suit 
the clients’ needs more appropriately to increase access and also achievement rate.  
 
Action research has been defined by Carr and Kemmis (1986) as:  
 

“…simply a form of self-reflective enquiry undertaken by participants in social situations in order to 
improve the rationality and justice of their own practices, their understanding of these practices, and 
the situations in which the practices are carried out”  

 

Action Research in Education 
 
Why should I use action research? 

It could be because you want to change your practice. You may be concerned that things might not be going 
as you wish, or you may need to implement a new initiative but are unsure how to do it effectively. What you 
want is a way of sorting out these concerns that offers practical solutions, but that derives from the specific 
circumstances of your practice. You know that someone else’s solution may have merit, but that it is never 
quite right for the individual situation within which you work. You know that practice is always influenced by 
context.  

How does this qualify as research? 

Because the act of finding your solution makes you understand your practice better – not only what you are 
doing, but also the factors that affect what you do. Action research therefore has two aspects. The starting 
point is to sort out a problem or issue in practice; to this extent an action researcher seeks a solution. But the 
process can also be used as a deliberate attempt to understand practice better – a traditional research 
attitude. What is most important in both approaches is that you are open, honest and rigorous. 

What do we mean by practice? 

 

From the perspective of action research, the best way to think about practice is the way you carry out your 
professional actions. This is, of course, what you do, but it is also why you think you should be doing things 
the way you do. You will hear of the ‘theory-practice divide’; action research as an approach cuts across this 
divide, encouraging a practitioner to consider both aspects as part of a single whole. 
 
The aim of an action researcher is to bring about development in his or her practice by analysing existing 
practice and identifying elements for change. The process is founded on the gathering of evidence on which 
to make informed rather than intuitive judgements and decisions. Perhaps the most important aspect of 
action research is that the process enhances teachers’ professional development through the fostering of 
their capability as professional knowledge makers, rather than simply as professional knowledge users. In an 
age of centralisation and the proliferation of national guidelines and strategies, action research can help 
teachers feel in control of their own professional situation. 
 

What is action research about? 

Action research is a practical approach to professional inquiry in any social situation. The examples in this 
component relate to education and are therefore of particular relevance to teachers or lecturers engaged in 
their daily contact with children or students. But professional practice need not be teaching: it may be 
management or administration in a school or college, or it may be in an unrelated area, such as medicine or 
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the social services. The context for professional inquiry might change, but the principles and processes 
involved in action research are the same, regardless of the nature of the practice.  

Indeed, action research did not arise in education1 , but was applied to the development of teaching as its 
potential was identified. Of particular influence was the work of Lawrence Stenhouse, who famously 
advocated that ‘curriculum research and development ought to belong to the teacher’2. He was most 
adamant that ‘it is not enough that teachers’ work should be studied: they need to study it themselves’ 
3(p.143).  

As its name suggests, action research concerns actors – those people carrying out their professional actions 
from day to day - and its purpose is to understand and to improve those actions. It is about trying to 
understand professional action from the inside; as a result, it is research that is carried out by practitioners 
on their own practice, not (as in other forms of research), done by someone on somebody else’s practice. 
Action research in education is grounded in the working lives of teachers, as they experience them.  
Carr and Kemmis (1986) describe action research as being about:  
 

 The improvement of practice;  

 The improvement of the understanding of practice;  

 The improvement of the situation in which the practice takes place.  
 

The notion of improvement can be problematic when viewed from the outside. One person’s improvement 
can be another person’s deterioration. It depends on the beliefs and values underpinning the individual’s 
perspective. Paradoxically, however, this uncertainty is perhaps the one truth of professional practice. 
Practice is contingent upon the practitioners’ intentions, values and beliefs and the situation in which those 
elements are given form. Educational research through action research does not produce understanding that 
has universal truth; it is about me in the here and now understanding what I can do to ensure my values and 
intentions are realised in my teaching situation. If my deliberations produce an understanding which helps 
me, then I can offer it to others to try. In this sense, action research can produce generalisations about 
practice, but such generalisations are only part of a wider search for understanding. They are not directly 
applicable beyond the contingencies of my practice. Hamilton (1981) encapsulated this when he reflected 
that ‘to generalise is to render a public account of the past, present or future in a form that can be ‘tested’ 
through further action and inquiry’.  
 
The reality of practice in a social situation means that it is impossible to separate the three areas Carr and 
Kemmis mention. Focus on one may give insights into the others, for it is frequently impossible to improve 
teaching without understanding the dynamics of the situation in which that teaching is carried out. Children, 
students, classrooms and colleges all vary, as do the management structures, schemes of work, course 
programmes and assessment procedures which impose structure on them. Practice is not easily packaged! 
Some writers about action research, Carr and Kemmis amongst them, have explored the potentially political 
nature of analysis within the process that follows from this realisation and have promoted action research as 
a means of social change. They see action research as being ‘emancipatory’, producing an understanding of 
the workplace that is empowering professionally.  
Action research can thus be used to:  
 

 Understand one’s own practice;  

 Understand how to make one’s practice better;  

 Understand how to accommodate outside change in one’s practice;  

 Understand how to change the outside in order to make one’s practice better.  
 

How does action research work? 

 
At its heart, action research involves the careful monitoring of planned change in practice. A decision is 
taken that a particular action may either yield improvements or provide information as to the nature of the 
teaching situation. The action is thus used as a research tool. Both elements of action and research are of 
equal prominence in the approach. Emphasising the individual nature of action research, Jack Whitehead 
(1985) puts forward a simple representation of how the process feels:  

1. I experience a problem when some of my educational values are negated in my practice;  
2. I imagine a solution to my problem;  
3. I act in the direction of the solution;  

                                                
1 Lewin 1948 
2 Stenhouse, 1975  
3 Stenhouse, 1975  
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4. I evaluate the outcomes of my actions;  
5. I modify my problems, ideas and actions in the light of my evaluations.  

The action research ‘cycle’ 

At the simplest level, therefore, action research involves a spiral or cycle of planning, action, monitoring and 
reflection: 

This sequence underpins the process of the inquiry but be 
prepared to find fuzzy edges between the stages as your 
inquiry proceeds. For a start, you will probably not start with 
planning; there may be much monitoring and observation of 
existing practice (reconnaissance) before you are ready to 
plan and implement a change. As you become more 
involved with your research, you may find it hard to detach 
one element of the process from another. You may find 
yourself reflecting as you are acting – something that 
Donald Schön (1983) calls ‘knowing-in-action’ and 
monitoring also will take place as action proceeds. 
However, once that first change is implemented the action 
research cycle proceeds generally in the above manner. 

This basic structure has been elaborated in different representations of the same process – see, for 
example, Elliott (1981), Kemmis and McTaggart (1982), Ebbutt, (1985), McKernan (1988) - each of which 
promotes the same cyclical or spiral approach to action and reflection.  

All representations of the action research process on 
paper are simplistic. In reality, life is complex and 
things rarely go as planned. Indeed, although action 
research may start with a carefully planned action, the 
nature of the process makes the outcomes uncertain. 
Links emerge with aspects that were not anticipated - 
perhaps the timing of the session (first thing after lunch 
break) is as important a factor as the grouping I’m 
using? – and the inquiry can deviate from its original 
path as these aspects are explored. McNiff (1988, p 
45), drawing on the work of Whitehead, reminds us of 
the ‘messiness’ of action research, showing a process 

that becomes spirals on spirals. 

Methods  

The prime criterion for choosing a particular data gathering method in action research is whether it is 
anticipated that the method will give useful information about the practice under study. It is sometimes 
thought that methods used in action research are purely qualitative. This does not have to be true. Although 
the overall analysis of the data generated by any methods used will be qualitative in nature, numerical or 
statistical information may be of great value to that analysis. For example, a statistical breakdown of 
examination or SATs passes may be a useful piece of data when exploring the effect of aspects of practice.  

What is most important is that the researcher understands that different research methods illuminate only 
particular aspects of a situation. None give a whole picture. In seeking evidence of her practice, or the 
effectiveness of a change in practice, a teacher needs to look at it from different perspectives; she needs to 
employ a triangulation of methods. This is a simple principle, involving the careful choice of a range of data 
gathering techniques, each of which might illuminate a different aspect of the same issue: 
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The principle of triangulation: 

In this case,(?) might be adult’s engagement during training sessions. Each 
method will give access to different aspects of the situation. There will still be 
areas not illuminated, but more is known than if only one method is used. 
Also, cross-referencing of data from different methods adds to the overall 
reliability of the research process. (See also the section on triangulation in 
the component on Qualitative Research by Peter Woods.) 

As long as they are aware of the limitations of a particular method, action researchers may thus use any of 
the following to help them reflect on their concern:  

 Observation schedules – of children, students or themselves;  

 Audio and video tape recording;  

 Structured or semi-structured interviews;  

 Class records;  

 Statistical indicators;  

 Field notes;  

 An analytic memo;  

 Sociometry;  

 Photography;  

 Repertory grids;  

 Questionnaires;  

The list may seem daunting, but each method enables a particular perspective to be taken on a situation. 
Cohen et al (2000) and Hopkins (1993) both give comprehensive explanations of these data gathering 
methods, carefully exploring their advantages, disadvantages and potential uses.  

Summary  

 Action research is a practical way for individuals to explore the nature of their practice and to 
improve it.  

 Action research encourages practitioners to become knowledge-makers, rather than merely 
knowledge-users.  

 Action research uses action as a means of research; planned change is implemented, monitored 
and analysed.  

 Action research proceeds in an action-reflection cycle or spiral.  

 The process can be messy; as research proceeds, wider links are likely to be identified.  

 Action research is carried out by individuals, but these individuals may work collaboratively.  

 Action researchers may use a variety of research methods, both qualitative and quantitative.  

 Action researchers must ensure triangulation in their methods.  

Doing Action Research 
Some key questions: 

Barrett and Whitehead (1985) ask six questions which should help you start your inquiry:  

1. What is your concern?  
2. Why are you concerned?  
3. What do you think you could do about it?  
4. What kind of evidence could you collect to help you make some judgement about what is 

happening?  
5. How would you collect such evidence?  
6. How would you check that your judgement about what has happened is reasonable, fair and 

accurate?  
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What can I investigate through action research? 

Action research can be used to investigate practical, everyday issues:  

 ‘Action research investigates everyday problems experienced by teachers’ (Elliott, 1981).  

 ‘All you need is a general idea that something might be improved’ (Kemmis and McTaggart , 1982).  

 ‘I experience a problem when some of my educational values are negated in my practice’ 
(Whitehead 1985).  

Starting points might be of the following kinds:  

1. I want to get better at my science teaching…  
2. I’m not sure why my students don’t engage in discussion…  
3. I have to implement the speaking and listening guidelines, but I’m not sure what is the best way…  
4. How can we make staff meetings more productive?….  
5. I’ve seen something working well in school X; I wonder if it would work for me?…  
6. Is there anything we can do about our poor take-up of A level mathematics?…  
7. How can I promote more use of computers in the Humanities?…  
8. I wonder if I’m too focused on recording with my six year olds?…  

Focusing on a topic 
 

Golden rules for selecting a topic  

 Keep it manageable – keep the focus small scale.  

 It should be interesting to you – you may need some perseverance to see the inquiry through!  

 It should be workable – you are not stumped for ideas, but can identify ways in which you might have 
a go at addressing your question.  

 It is not too disruptive of normal routines. (Important here to think not just of your own, but others’ 
that your actions might affect).  

Reconnaissance 

Once you have mapped out the general area of concern, you will need to focus specifically on something 
you can do something about. There may be many potential starting points within your inquiry; in a way, it 
doesn’t matter where you start, as long as you consider that the action may be beneficial. In order to get to 
this point, however, you may need to spend some time looking at your practice in a little detail, noting the 
various aspects which might be changed. This period of focusing is known as ‘reconnaissance’.  

Writing 

During this time, you may also employ other strategies to help you refine your focus. Winter (1989) suggests 
a range of writing strategies that may help you:  

 Brainstorming ideas – looking for patterns, recurring ideas;  

 Keeping an interest log/diary;  

 Writing a letter about your concern to someone (no need to post it!);  

 Writing a story about the situation – stories are a reflexive statement, in which you may express 
ambiguities and contradictions.  

Whichever method you employ, writing is frequently the most powerful way for helping you make sense of a 
situation. It allows you to work through ideas and explore possibilities and ‘maybes’. 

Remember, the point of all of this is to help you clarify the issue and decide what your first change in action 
is going to be.  
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Planning what you will do 

Your reconnaissance and your critical friend will help you to focus on an issue. Once you have done this, you 
will need to plan how you are going to carry out the inquiry. This planning will also help you refine what 
you’re looking at. Some further key questions to ask yourself:  

 Can anyone help provide the relevant information / data for your inquiry?  

 To whom or what do you need access?  

 Is it feasible to get this access?  

 How much time do you have?  

 How will you divide up the time that you have?  

Strategic action 

Once you have answered all these questions, you will be in a position to decide on what action you are going 
to take as a first stab at tackling your concern.  

Don’t worry about this action – many people feel concerned about 
getting their action right, trying to solve their problem immediately. The 
result is that they become ‘frozen’, not able to act at all! All that matters 
is that you try to do something that might help you in that situation. It 
should be ‘strategic action’ - action towards an identified end - but 
there is no way of knowing whether it will be right before you carry it 
out. The likelihood is that it will address some aspects of the problem, 
but that it will raise other issues you hadn’t anticipated.  

McNiff (1988, p 27) gives an example using the model proposed by 
Kemmis and McTaggart (1982) to illustrate this aspect. 

 

 

 

Monitoring 

However, you can’t be too cavalier about it – you have to anticipate how you will gather information 
regarding the impact of your action. As we saw in Part One, you should plan to use more than one means of 
data gathering to ensure triangulation. This can be difficult in a busy classroom, so be realistic. Again, as you 
start to explore different methods of data gathering, you will become more familiar with them and be able to 
use them more efficiently. Practice doesn’t make perfect, but it certainly helps! Remember that some data 
can be gathered after the event, though, for example, interview or questionnaire; you don’t have to gather 
everything as you are acting. 

Choosing methods 

Some important considerations to bear in mind:  

 Does the method give a form of data which relates to my question?  

 Is it feasible in the available time?  

 Have I made myself aware of its strengths and limitations?  

 Will it be an acceptable method for the other people involved?  

 Will it disrupt normal routines? (If the data gathering method presents as much change as the 
planned action, then how will I know what is having an effect?!)  

Ethical considerations 

Any research which involves other people in some way has ethical implications. Action research in education 
is deeply embedded in the social world of the school or college within which it takes place. Because 
education is a social action, data gathering and analysis within action research will inevitably impact on the 
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lives of others in those institutions, be they pupils, students or colleagues. The University or place of learning 
should produce a guidelines for research involving human participants and everyone organising such 
research is required to complete an ethical protocol. Although you may protest that your action research is 
focused merely on the social world of your own classroom, the open, fluid nature of the research process 
makes it important that you produce a protocol that will apply to any situation that may arise. In any case, 
remember that the children or students in your class are worthy of the same consideration as adults and 
fellow professionals. The object of the protocol is to ensure individual rights are not infringed and to promote 
fairness in the interpretation of data. 

Analysis 

Analysis in action research is the spur to reflection and the planning of new action. Analysis within action 
research is about possibilities, not certainties. It is not about why things have to be as they are, but rather 
what possibilities for change lie within a situation. Action within a complex social world is not static; it is 
dynamic and forever evolving.  

In analysing your action research, you need to adopt an approach which can help uncover this dynamic 
nature. To understand his or her practice, an action researcher should strive to uncover the elements that 
constitute it; elements which may be in harmony or in contradiction. Action researchers need to look at their 
practice dialectically. 

Perhaps the most lucid overview of dialectics and its application to analysis within action research is 

provided by Winter (1989, pp 46-55). I strongly urge you to read this. Dialectics represents both a 

theory of reality itself and a way of understanding it. Within a dialectical perspective, nothing stands alone; 
there is no such thing as a simple unity. Any phenomenon, be it an object, a person, a practice or a social 
situation, is only understood by taking account of the sets of relationships which comprise it: the relationship 
between the elements of which the phenomenon is constituted and the relationship between the 
phenomenon and the context within which it exists. At the heart of this perspective, therefore, lies a 
contradiction: a phenomenon is a thing, yet it is also many things. A book is a book, yet it is also made up of 
words, paper, pages and cover and it gains meaning as a book because it is a book amongst other books of 
the same kind, within the milieu of ideas which inform them. A class is an entity, yet it is made of a teacher 
and individual children and it lies within a school and the political structures which govern them.  

The word dialectics comes from a Greek root meaning the art of discussion. To understand a phenomenon 
dialectically involves the exploration of these relationships. The elements are interdependent in that they 
form the unity of the phenomenon, but individually they are different and thus potentially in opposition. The 
teacher teaches her class in the school, but the children’s interests will be different from hers and her 
educational values may clash with those of school policy. There are contradictions within the unity of the 
phenomenon of her teaching. Because of these contradictions, her teaching has the continual potential for 
change. Analysing her teaching dialectically will help to highlight those contradictions and suggest from 
among the great number that can be identified those relationships which might be significant.  

Progress in action research can be seen to depend on this kind of analysis. In striving to understand her 
teaching, the teacher will need to explore the elements which constitute it. Action, reflection and planning 
proceed through the teacher identifying the contradictory aspects that may be preventing her from achieving 
what she wants in her teaching. The analysis will feed into new (hopefully improved) teaching and it will also 
feed into an understanding of why her teaching is as it is. Ideas and action are not separate, they are both 
constitutive elements of the phenomenon of her teaching. Action research should promote analysis which 
determines whether they are in accord with each other or whether there is contradiction between them. A 
propositional representation of theory and practice, as if they exist as separate unities, fails to reflect this 
essentially dynamic relationship between the two. Theory is practice, for understanding is one element that 
makes the teacher’s action what it is.  

To summarise a dialectical approach to analysis: 

When considering a phenomenon dialectically, we identify within it the set of relationships which define it, 
rather than trying to think of it as a single entity. These are:  

a. the set of relationships which relate the phenomenon to the context within which it has its form - a 
little like the concentric rings of an onion;  

b. the set of relationships between the elements of which the phenomenon consists - how it is one and 
many at the same time;  
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Dialectics therefore proposes:  

 A phenomenon is a set of relations which are different (contradictory) and interdependent (forming a 
unity);  

 This leads to an instability which gives it an inherent tendency to change.  

A dialectical analysis seeks to identify these different elements within practice and look for those aspects 
where the contradictory elements might threaten the stability of the whole. For example, children's attitudes 
to each other might threaten your class groupings or the cohesion of your teaching may be threatened by the 
newly imposed modular structure of the programme within which you have to work. No matter how much you 
try to get your teaching 'right', it won't feel right unless you take these other aspects into consideration. With 
each new action you take, you will be exploring both how your existing problem or question can be resolved 
but also understanding a little more about your practice. Again, McNiff's representation gives a good idea of 
what this might feel like.  

Limitations and Criticisms of Action Research 
Lack of time 

Action researchers work in the hurly burly of their own practice. Monitoring closely this practice as they are 
acting within it demands space and time which, almost by definition, the practice does not give easily. It is 
therefore difficult to maintain rigour in data gathering and critique. 

Validity as research 

 
Action research is carried out by individuals who are interested parties in the research. This fact has led to 
criticisms of the validity of the research process, with accusations of inevitable researcher bias in data 
gathering and analysis. The justification for action research counters this criticism by suggesting that it is 
impossible to access practice without involving the practitioner. Practice is action informed by values and 
aims which are not fully accessible from the outside. The practitioner may not even be wholly aware of the 
meaning of his or her values until he or she tries to embody them in her action. 

 

Unfamiliarity with research methods 

Action researchers frequently explore what may constitute adequate research methods at the same time as 
they are researching their practice. This kind of 'on the job' training and consequent ad hoc planning, has led 
to accusations of unreliability in data gathering. To some extent, this unreliability is inevitable, but the notion 
only makes sense in the presence of verifiably reliable data gathering. From this perspective, action research 
would claim that, flawed or not, the process provides the most reliable access to practice.  

Action researchers draw attention to the notion of commitment. An action researcher must be committed to 
rigorous examination and critique of his or her practice. Carr and Kemmis (1986) liken this conceptualisation 
of commitment to the Aristotelian notion of phronesis - 'the disposition to act truly and rightly'. This is the only 
fixed element, all else might change. Action researchers should involve outsiders (for example a critical 
friend) in the analysis of their data, but it is the degree to which action researchers are committed to this 
critical analysis of their practice that provides the true measure of reliability in data gathering. 

This, however, is a difficult principle. Commitment cannot be measured easily and the process will continue 
to be criticised because of this. How do we know that an action researcher's analysis is rigorous enough? 

Action research produces results which are not generalisable 

This is true, but someone else's ideas or conclusions can always be tried out by other persons in their own 
practice, to see if they work for them (c.f. Hamilton (1981) in Part One). 

Representations of the process of action research may confuse, rather than enlighten 

The range of visual diagrams of the action research process are of varying complexity and, perhaps, not 
always helpful:  
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 They can give a false sense of regularity to the teacher. McNiff (1988) has pointed out that action 
research is a messy process, with forays into territory only partially related to the main focus of 
study, aborted lines of inquiry and continual refocusing. Hopkins (1993) criticises the tight, orderly 
representations of Elliott, Ebbutt and McKernan as having the potential to 'trap teachers within a 
framework which they might come to depend on and which will, consequently, inhibit independent 
action' (pp.54-55).  

The representations may be unduly complex. Ebbutt (1985) criticised Elliott's diagram as 'leading to 
mystification'.  
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Chapter 2 – Existing Knowledge 
 
The current literature on organisational learning does not adequately explore the linkages between individual 
and organisational learning, apart from the work carried out by Daniel Kim (Sloan Management Review, Fall 
1993, 37-50) who has looked at the links and possible transfers. It may be then, that as a result of the small 
amount of research in this area, some of the valuable information about organisational learning theory may 
not be fully clear. The impact of senior management on organisational learning has been frequently noted 
(Argyris and Schon, 1978; Daft and Weick, 1984; Nonaka and Takeuchi, 1995; Senge, 1990), however until 
now little research has been undertaken to help us to understand the link between management learning as 
an individual and organisational learning as a whole. As senior managers are considered to be key players in 
terms of influencing organisational action, it is suggested that the way that they make sense of their own and 
others’ experiences is an important an influence on their own learning as individuals (Kouzes and Posner, 
1987) and is also a significant contributor to ongoing organisational learning and change.  
 
Within the literature on organisational learning there is a wide variety of opinion about who or what is the 
‘learner’ and whether or not the term ‘organisational learning’ is even possible (Weick and Westley, 1995). 
Views range from the broad and multi-faceted definition of deutero-learning (Argyris and Schon, 1978) to the 
more extreme views of Simon (1991). Simon states that “all learning takes place inside individuals heads; an 
organisation learns in only two ways; a) by the learning of its members; or, b) by ingesting new members 
who have knowledge that the organisation did not previously have”. Despite variations in terminology, a 
general consensus has developed that it is individuals who learn, not organisations (Miner and Mezias, 
1986); and that as individuals comprise organisations, the primary entity which learns is the individual and 
furthermore that individuals are repositories of the knowledge thus obtained. If this is accepted to be true, 
and individuals are the learners rather than the organisation then this clearly has an impact on the likely 
success of the programme within my Company. 
 
The popular concept of the Learning Organisation has great appeal and it is a much talked about concept 
within organisations today. How learning develops within organisations, how it is conceptualised and 
demonstrated and what factors facilitate or inhibit learning within organisations, although addressed in the 
literature (Argyris, 1993; Argyris & Schon, 1978; Carley, 1992; Fiol and Lyles, 1985; Hedberg, 1981) remains 
unresolved. Antonacopoulou states, “It appears that the preoccupation of existing research with learning at 
the organisational level is losing sight of the significance of people as the key to unlocking much of the 
mystery around learning. After all, learning is one of the most prominent human activities. It could well be 
argued that an understanding of the nature of learning within organisations from the individuals’ perspective 
may provide valuable insights into the factors which facilitate or inhibit individual learning within 
organisations, as well as the consequences of individual learning (or lack of it) for the organisation. This 
point emphasises the importance of understanding the interaction between the individual and the 
organisation in relation to learning”. So then, it is important to keep in sight the individual and their learning 
processes, while considering whether or not the organisation as a whole is also developing.  
 
Existing literature on the area of management training and delivery methods show that there is a need for 
management training, a large percentage of unqualified managers in the UK e learning and blended learning 
is being used for management development. The Chartered Management Institute (CMI) research into the 
value of management qualifications shows that 64% of employers say that qualifications will increase in 
importance over the next few years and a similar percentage (61%) believe that organisations will demand 
more qualifications in the future.4  
 
The CMI also carried out a research of 2,239 of their members on the value of Management Programmes. 
They state the National perspective is:  
 

 Managers are significantly under-qualified compared to other professional occupations:  

40% of managers hold below a Level 2 qualification. Just 38.5 per cent of managers and senior 
officials are qualified at level 4 and above, compared to 80.9 percent of those in other 
professional occupations.  

 

 It is estimated that the proportion of managers with management-related qualifications will not get 
much above 20 per cent in the longer term at the current rate of achievement.  

 

 The literature review revealed that there is a growing body of evidence showing the impact of not 
only management skills but management qualifications on productivity.  

                                                
4 Gaskell A (2009) 
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 Managers who are qualified are more likely to invest in qualifications across their workforce.  

 
Source the Value of Management Qualifications, Wilson, Woodman, Essex (2009)  
 
There also seems to be agreement that a rise in the importance of management qualifications over the next 
five years will happen. With agreement in the increase in importance being shown by 79% in sectors such as 
Health and Social care to 50% agreement in Wholesale and Retail.  
 
The CMI also found some of the main problems with management qualifications have been found that it 
diverts attention away from the family and other interests and the costs are too high. The levels are 
confusing and also the too many different types are likely due to the change in levels and awards of 
management qualifications to meet QCIA “levels” of qualifications that will be addressed as all become more 
familiar with them.  
 

Agree %   Disagree % 

 

Diverts energy from family           75          25 

Diverts energy from other interests          72          28 

Too many different types           65          35 

Cost is too high             65          35 

Levels are confusing            51          49 

Diverts energy from job            40          60 

Content is too theoretical           38          62 

Lack of focus on personal development          35          65 

Level is not high enough/stretching          34          64 

Content is not relevant to job           28          72 

Level is too low             24          76 

Content is out-of-date            22          78 

Course is too long            19          81 

Causes high turnover of qualified staff          19          81 

Registration process is difficult           11          89 

 
Table 8: Thinking generally about your experience of management qualifications, how far do you agree with 

the following statements about their disadvantages? 
 

(Source the Value of Management Qualifications, Wilson, Woodman, Essex (2012) CMI) 

 

This research and literature is very useful in assessing the demand and need for management 
training and also the preferred method of delivery. However the research was carried out by CMI 
members, who are all likely to be Senior Managers and may not take into account the needs and thoughts 
of Junior and Middle Managers at level 3 and 4.  
 
The CMI found that the MBA was the preferred qualification of managers, but this could be again due to the 
fact that all the respondents were senior managers.  
 
34% of MBA graduates said that business schools should focus on the development of soft skills and real-life 
application of theory to prepare students for business challenges post-downturn. MBA Alumni Dec 2009  
Also Mason (2010) noted that 41% of employer’s value vocational qualifications over degrees, with eight per 
cent saying degrees are "pointless" due to the high number of people attending university.  
 
The Institute of Leadership & Management (CMI) is the largest provider of management education 
qualifications in Europe, building the skills of 90,000 managers and leaders each year. Since its inception in 
2001, close to half a million managers have enhanced their careers through an CMI qualification. The 
assessment criterion does focus on soft skills and also real life application.  
 
In the CMI Chief Examiners Report (2009), all qualifications showed an increase in registrations slightly from 
2008. National success rates were quoted as being 63% at level 3, 50% at level 4 and 64% at level 5. A 
detailed report on the assessment issues were given, however did not address delivery methods and any 
research of delivery methods having an impact on success rates or registrations.  
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The hypothesis I will be researching is “E- learning will increase access, registrations and success rates on 
CMI leadership and management programmes”  
 
Further research that I feel is necessary is on the following:  
 

 More research on preferred method of delivery to all levels of managers  

 Research on what current blended learning is available for these qualifications and comparison of 
success rates and registrations between different blends 

 Trainer/tutors feelings and concerns on methods of delivery and assessment, as this could affect 
success of any action put in pace  

 Problems found by learners using e learning  

Learning is a process where a human absorbs information, memorises and processes it for further use. 
There are many things and skills that we learn unconsciously or without thinking such as riding a bike. 
However there are things that we learn consciously and use different strategies to learn it.  
 
There is no right way of learning, everyone has his/her style of learning which can vary from one situation to 
another and all people learn differently, there is no right or wrong way of learning.  

 

Classroom Traditional style learning  

 
The classroom traditional style learning is when the teacher controls the learning environment. The two 
elements that are held by the teacher are power and responsibility and they play the role of the instructor 
and decision maker. They perceive students as having knowledge holes that need filling with information. 
The traditional teacher views that it is the teacher that causes learning to occur. (Novak 1998)  
 

Strengths and weaknesses of Classroom traditional style learning  

 

 One of the advantages of learning in a classroom environment is that it offers learners the 
opportunity to have face to face interactions with their teachers and peers. This enables them to 
socialise with peers as well as become an educational aid and they get to form friendship. The 
learners get the chance to participate in a lecture or class discussion and if they don’t understand 
something they can interrupt to ask for clarification.  

 Strength of this style of learning is that it provides different teaching methods such as hands on and 
structured learning instead of being presented with the course books and written lectures which 
distance learning would provide.  

 However the downside of this style of learning is that it offers no flexibility. In campus based learning 
the class schedule is predetermined and not subject to change. If the learner experiences an 
emergency the learner cannot adjust the class schedule to turn to the class at a different time.  

 Another weakness is the learner needs to physically attend the classes to get credit for attendance. 
For those learners that travel long distances they must set of very early to get to class on time 
especially in instances when the weather is bad.5  

Online Learning  

 
Online learning is learning which takes place within a network which can be the internet or the schools 
internal or closed net. In online learning the learner is at a distance from the teacher and the learner uses 
some form of technology to access the learning materials.  
 

Strengths and weaknesses of online learning  

 

 One of the strengths of online learning is that the learner can access the material anywhere and 
anytime at the pace they prefer. The learners can study freely whenever they have time.  

 The learning experience within online learning is that it becomes student centred resulting in the 
students becoming active participants and taking on more responsibility.  

 One of the weaknesses of online learning is that the student must have access to a computer and an 
internet provider. The learner needs to also be computer literate enough to navigate the internet.  

 Another weakness is that in order to study learning online one needs computer skills to work around 
the course. If they don’t have computer skills they will experience difficulties studying the course. 

                                                
5 Hendricks 2012, online 
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Also technology is not always reliable as the web page may crash and may not save the work you 
have completed. Also if the web page is in maintenance and work is being carried on it then the 
learner would not be able to access it.   

There are many industry reports and research projects that demonstrate that well-designed e-learning is a 
very effective method for developing knowledge and understanding, with increased retention levels 
compared to many other forms of traditional face-to-face training. However, e-learning should not be seen as 
an exclusive solution. Most companies, who use it effectively, still deploy an element of face-to-face training. 
There’s no question that some workplace skills training is best tackled within a practical workshop 
environment. In our experience of developing compliance learning programmes, e-learning often works best 
when run alongside face-to-face training for certain target groups within your workforce. Senior managers, 
specialists or those in particularly high risk roles, often benefit from the opportunity to interact, collaborate 
and learn with others in order to achieve the right outcomes. By conducting a simple and focused training 
needs analysis before you embark on your training programme, you will identify the different audiences that 
require training and can select the most appropriate medium to reach them. 
 

What benefits does e-learning offer over and above face-to-face training? 

 
E-learning’s strength lies in its ability to quickly and cost-effectively establish a base-line awareness level 
throughout the entire business. It allows you to communicate your ethics, values, policies and procedures 
enterprise-wide, ensuring that key messages are disseminated in a consistent, uniform manner. It also has 
the benefit of being traceable, so you can monitor completions and identify any potential gaps in knowledge 
that might require follow-up training. 

 

How cost-effective is e-learning? 

 
The financial benefits of e-learning are very clear and straightforward – with many in-depth research reports 
highlighting the fact that the ‘cost per head’ for e-learning is a small fraction of the cost of face-to-face 
workshop training, when you consider all of the costs of preparation, trainers / facilitators, time, travel, 
accommodation etc. The cost comparison can be anywhere between 1:10 to 1:20 compared to face-to-face 
training, although this depends on the nature of the organization and the geographic spread of learners, etc. 
For small organizations with only a few hundred potential learners, perhaps based in one or two locations, 
the economies of scale may not favour e-learning. However, most analysts would suggest that an 
organization with more than 1,000 learners will find e-learning a cost-effective option – with the economies of 
scale increasing very quickly for larger organizations. 
 

Isn’t e-learning just too simplistic for subjects like ethics and compliance? 

 
The answer to this depends on the way that the e-learning course has been conceived and in particular on 
the instructional design approach utilised i.e. the techniques deployed in the course to translate the subject 
matter into content. Good instructional design will be based upon sound principles of how adults learn in the 
workplace. It will engage the learner in the subject matter, bringing the issues to life and getting the message 
to stick resulting in positive and sustained behavioural change. 
 
In my experience, ethics and compliance topics lend themselves very well to e-learning. One of the reasons 
for this is that ethics and compliance issues, such as bribery and corruption, are riddled with grey areas. 
These grey areas should be the focus of the learning. The objective of the course should not be about 
imparting information and testing that the information has been retained. Instead, training has to challenge 
existing attitudes toward ethics and compliance, equipping people to be able to make the right judgement 
and take the right course of action in any number of given situations. In order to do this, e-learning should 
contain practical, real-life, interactive scenarios that help engage a user with specific challenges and 
dilemmas in a way that they might not have with traditional face-to-face training sessions. The e-learning 
allows them to experiment ‘in private’ and in a safe environment and to see the various outcomes of different 
decisions that they may make when faced with a particular ethical dilemma or practical business challenge. 
This approach also has the benefit of highlighting that a risky situation is not necessarily about getting things 
wrong. Effective, scenario-based e-learning will demonstrate the unintended consequences of what may 
appear to be acceptable behaviour if a risky situation is not recognized and the appropriate action not taken. 
It is very time efficient compared to traditional face-to-face training. 
 

What are the characteristics of effective e-learning? 

 
There is undoubtedly a lot of poor e-learning out there, which can tarnish the image of the medium. With 
increasing learner sophistication and changing working practices, expectations of e-learning are higher than 
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ever. A ‘tell and test’ approach is passé and if you want your programme to really work for you, bears the 
following in mind: 
 

 Treat your audience with respect. Use a language and tone that is appropriate for adult learners and 
their level of expertise 

 Make it relevant – focus on scenarios , dilemmas and outcomes that employees can recognize and 
relate to 

 Deliver the right content to the right people at the right time. Avoid a ‘sheep dip’ approach and profile 
your learners by job role, geographical territory and their exposure to certain risks to determine what 
training they should receive 

 Do not focus on legal detail and ‘what the law says’, but focus on desired behaviour and ‘what the 
law means’ for your employees 

 Make it engaging – use stories, interactions and questions to challenge attitudes, demonstrate 
consequences and make learners think – and think differently 

What are the key challenges and how can companies overcome them? 

 
To a large extent, the challenges will depend on the size and scale of the business however most potential 
pitfalls can be identified up-front and a well-planned programme will allow you to navigate safely round them.  
 

 Inter-departmental collaboration. When planning your e-learning roll-out, don’t make the 

mistake of trying to go it alone. Some of the key skills and knowledge you need for successful 
implementation may lie outside the ethics and compliance department. For instance, HR, IT, 
Learning & Development, Internal Communications and Audit can all add value during the decision 

making process and implementation. It’s extremely important that you Identify key stakeholders 

who can help within your business. Forming a cross-functional team which includes all the various 
touch points within your organisation will help ensure that processes and resources are aligned most 
effectively. 

 Addressing the needs of a multi-territory business. Cultural differences can negatively 

impact the effectiveness of your training if not properly addressed. To overcome this, ensure that you 
use local knowledge to avoid potential cultural and legal barriers. Make sure that your training uses 
images, graphics and terminology that will resonate with your employees and avoid anything which 
is too culturally bound and which could alienate sections of your audience. It’s also important to 
make sure that training is delivered in the local language. This is where profiling really comes into its 
own 

 Getting employee buy-in. Without gaining employee buy-in from the outset, your training is 

unlikely to have the positive impact on behaviour that your require. Set the tone from the top with 
senior-level endorsement of the programme and explain to your learners why the subject matter is 
important to them individually as well as to the business as a whole. 

Can you prove that e-learning works? 

 
The simple answer is yes! However, in order to prove effectiveness, you must set very clear learning 
objectives at the outset of your project against which you can measure success. We find that pre- and post-
rollout benchmarking surveys carried out amongst the learner population provide excellent insight into the 
impact that your training has had. They can reveal improvements in employees’ knowledge and 
understanding of compliance and ethics policies, their attitudes towards ethics and compliance, and their 
ability to carry this through into their day-to-day practices. Going through a benchmarking exercise will also 
highlight any gaps in knowledge or any areas that might require reinforcement training so that your learning 
programme continues to evolve and improve over time. 

 
Motivation 

 
Motivation is the activation of goal-oriented behaviour. Motivation may be internal or external. The term is 
generally used for humans but, theoretically, it can also be used to describe the causes for animal behaviour 
as well. According to various theories, motivation may be rooted in the basic need to minimise physical pain 
and maximise pleasure, or it may include specific needs such as eating and resting, or a desired object, 
hobby, goal, state of being, ideal, or it may be attributed to less-apparent reasons such as altruism, morality, 
or avoiding morality. 
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Motivation - Mind Map 

(http://www.bized.co.uk/educators/16-19/business/hrm/presentation/motivation_map.htm) 

DRUCKER Money 

MASLOW 

Self-Actualisation 

LIKERT 

Exploitive-authoritative Esteem 

Benevolent-authoritative Affiliation 

Consultative Safety 

Participative Group Physiological 

TAYLOR Scientific Management 

McCLELLAND 

Need to Achieve 

ARGYRIS 
Bureaucratic / Pyramidal 

Risk  v/s  Outcome  v/s  
Success 

Humanistic / Democratic Necessity of Feedback 

HERZBERG 

Hygiene Factors Motivation Factors 
McGREGOR 

Theory X 

Conditions Achievement Theory Y 

Pay Recognition 

MAYO 

‘Hawthorne Effect’ 

Status Growth/Advancement Importance of Teamwork 

Security Interest in the Job 
Social Collaboration 

Company Policies  

 
Motivation can also be classified as Intrinsic and Extrinsic. 
 
Intrinsic motivation comes from rewards inherent to a task or activity itself - the enjoyment of a puzzle or 

the love of playing. Research has found that it is usually associated with high educational achievement and 
enjoyment by students. Students are likely to be intrinsically motivated if they: 
 

 Attribute their educational results to internal factors that they can control (e.g. The amount of effort 
they put in), 

http://www.bized.co.uk/educators/16-19/business/hrm/presentation/motivationmap.gif
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 Believe they can be effective agents in reaching desired goals (i.e. The results are not determined by 
luck), 

 Are interested in mastering a topic, rather than just rote-learning to achieve good grades. 

Extrinsic motivation comes from outside of the performer. Money is the most obvious example, but 

coercion and threat of punishment are also common extrinsic motivations. 

In sports, the crowd may cheer on the performer, which may motivate him or her to do well. Trophies are 
also extrinsic incentives. Competition is in general extrinsic because it encourages the performer to win and 
beat others, not to enjoy the intrinsic rewards of the activity. 

Several theories have written about motivation. Some of them are shown on the next page in mind map and 
table format. 

Comparison of intrinsic and extrinsic motivation 

Social psychological research has indicated that extrinsic rewards can lead to over justification and a 
subsequent reduction in intrinsic motivation. In one study demonstrating this effect, children who expected to 
be (and were) rewarded with a ribbon and a gold star for drawing pictures spent less time playing with the 
drawing materials in subsequent observations than children who were assigned to an unexpected reward 
condition.  While the provision of extrinsic rewards might reduce the desirability of an activity, the use of 
extrinsic constraints, such as the threat of punishment, against performing an activity has actually been 
found to increase one's intrinsic interest in that activity. In one study, when children were given mild threats 
against playing with an attractive toy, it was found that the threat actually served to increase the child's 
interest in the toy, which was previously undesirable to the child in the absence of threat. 

For those children who received no extrinsic reward, self-determination theory proposes that extrinsic 
motivation can be internalized by the individual if the task fits with their values and beliefs and therefore 
helps to fulfill their basic psychological needs. 

E-Learning and Motivation: 

 
E-Learning is not ideal for all learners. Students need to be highly motivated, intrinsically and extrinsically, 
and they have no one to blame but themselves. Not everyone is an ideal candidate for online learning. If you 
know you have problems with motivation, procrastination and need a lot of individual attention from an 
instructor you may want to think long and hard before enrolling in an online learning program. 
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Chapter 3 – Methodologies  

 
The research information may be analysed by either applying a data quantitative analysis or a data 
qualitative analysis or both depending on the hypothesis of the research. There are steps of analysing the 
data you have collected for your research. One of the ways is taking note of any significant or interesting 
results that have been gathered. This can be identified using many ways depending on your research 
hypothesis. It can involve looking for patterns and trends, correlations between two or more variables.  
 
Another way of analysing data is interpreting the results which is bringing the results together and attaching 
meaning and significance to the analysis. One of the best ways to start this is by developing a list of key 
points or important findings that were discovered as a result of categorizing and sorting your data. This way 
of analysing data also involves thinking about what you have learned and reflecting on the main points that 
were identified.  
 
I am going to use the following methodologies to research the hypothesis of:  
 

“E- Learning or Face to Face learning which will increase access, registrations and success rates on 
CMI leadership and management programmes”  

 

1. More research on preferred method of delivery to all levels of managers 

 
I am going to carry out a questionnaire survey to gain feedback from 100 managers at various levels in 50 
organisations, across various sectors and industries and conduct interviews with a further 30 individuals to 
assess their current qualifications held, management development needs and also preferred style of 
delivery.  
 
This will be collected via e mail and face to face interviews. This will be quantitative data but will also aim at 
finding out their general feelings towards management development and qualifications and styles of delivery 
too.  
 
The survey and questions will have to be phrased in a way that does not make people feel inadequate if they 
have no qualifications and also be phrased that it does not look like a documents to gain “sales 
opportunities” too.  
 
I will aim to collect this data within two weeks and will use the following avenues:  
 

 Interview  

 Questionnaires  

 Observation  

 Qualitative data and Quantitative Data 

 Current client organisations  

 Previous delegates  

 IIB network – associates who work with numerous organisations  

 Human Resources professionals within companies, who we work closely with  

 Linked-in contacts  

 
The data will be collected and analysed and results of each question collated, which can be presented in a 
table and graph with percentages for ease of comparison.  
 

2. Research on what current blended learning is available for these qualifications and 

comparison of success rates and registrations between different blends  

 
To find out current methods of delivery of the CMI programmes and also the registrations and success rates 
for these qualifications may be more difficult and sensitive. Other training providers may not wish to share 
this information and also the CMI cannot provide other organisations success rates and they do not monitor 
success rates against types of learning methods. However I am going to do the following:  
 

a) Speak to the External Verifier and Quality Manger of CMI to see if they can assist in 
research/information  
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b) Find 5 CMI providers delivering these programmes in a variety of ways and visit and discuss the 
issues and data  

 
c) If the above is not possible then I will look at providers of other programmes at level 3, 4 and 5 by e 

learning to aim to find out issues, success rates etc.  

These interviews and data collection is going to be carried out in three weeks. The data will be both 
quantitative in terms of success rates, levels of registrations but also quantitative in terms of thoughts on the 
reasons for levels and also delegate feedback which may be qualitative on comments made to the providers 
etc. and thoughts of the tutors, CMI etc.  
 

3. Trainer/tutors feelings and concerns on methods of delivery and assessment, as this 

could affect success of any action put in pace  

 
To find out this I am going to use a questionnaire, which will give me quantitative data. This can be collected 
in two weeks from our associate trainer network and indeed other provider’s trainers. However, there may be 
some bias or reluctance to be truthful here, as they may feel that it will do them out of work or training days 
and also may be fearful of change from traditional methods. This needs explaining in the questionnaire 
clearly that it is research only.  
 
One of the methods I will use to carry out my action research is face to face interviews. Frey and Oishi 
(1995) define it as “a purposeful conversation in which one person asks prepared questions (interviewer) and 
another answers them (respondent).  
 
This will provide me with in depth qualitative data as to what their views are on the two styles of learning and 
if they think online learning is as effective as classroom traditional style learning.  
 
The advantage of using an interview is it allows the interviewer to probe so that they may go into more in 
depth if they choose to and is able to clear up misunderstandings.6 This also allows you to investigate 
motives and feelings which the questionnaire can’t do. The way in which a response is made such as the 
facial expressions can provide information, which a written response would hide.7  
 
Another method I will use is questionnaires. Many people prefer to use is questionnaires because it is a 
cheap and effective way of collecting data. It is a useful instrument which consists of a number of questions 
which the respondent needs to complete by themselves. The important point is that the researcher is not 
usually present when the questionnaire is being completed. Whilst doing the research a large amount of time 
will be saved, one which is the questionnaire may be completed by the respondents in their own time. The 
researcher feels this necessary as the absence of the researcher is obliging as this enables the respondent 
to complete the questionnaire in private and also enables them to take as long as they like. This also avoids 
the pressure to take part which can be caused by the researcher being present and also means that the 
respondent is anonymous and the information to be likely honest. This may have a big impact on the 
respondent.8  
 
But also interviews and discussions with trainers to find out qualitative data, in terms of any fears or barriers 
to change of methods that will need addressing will be useful. If this is not gained effectively then 
implementation of any plans may be unsuccessful.  
 
Where the questionnaires and interviews allow the researcher to gather information on what the students say 
they do or what they say they think, observations allowed the researcher to draw on direct evidence of the 
eye and witness events first hand9. This is the method I will also use;  
 

 The methods I will use will produce both quantitative and qualitative data.  

 The aim is collect the information from 10 trainers.  

  

                                                
6 Cohen et al 2000 
7 Bell 2005 
8 Cohen et al 2007 
9 Denscombe, 1998 
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4. Problems found by learners using e learning  

 
Qualitative methods provide a more in depth and rich description. This type of data is collected through 
interviews.  
 
Quantitative data is number data which you would obtain by counting, this method provides information 
which is easy to analyse statistically.  
 
For this research I am going to have to find organisations that currently provide e learning in level 3, 4 or 5 
programmes. It is not important that they are CMI programmes. These providers may be reluctant to assist in 
this exercise, so it is important that I allow them access to the results to enable them to use this information 
to improve their provision. They will then be more open to allowing a questionnaire to be given.  
 
A range of appropriate methodologies for researching this topic are questionnaires, interviews and 
observations. I will collect the data using the methods I have stated. The research will be conducted over 
four weeks. The people that will be involved in the research will be students that use the centre to study the 
courses. I will select 20 students from the centre and will ensure these students have attended traditional 
class style learning and used the online learning. These learners will have experience of both learning styles 
and will be able to take part in the research. I will aim for at least three providers of e learning to be chosen, 
allowing an analysis of the training package portals too. It would also be useful to ask these providers for 
success rates and their views on issues and problems with e learning and assessment via this method.  
 

5. The Ethical Issues  

 
Whilst conducting the research, all ethical guidelines will be followed. I will take consent from the learners 
that are taking part in the research and will explain the aims and purpose of the research. Confidentiality and 
anonymity will be maintained throughout the research. Any personal data will be kept confidential and will 
meet the requirements under the Data Protection Act 1998. I will make them aware before they start taking 
part in the research that they will have the right to withdraw at any time during the research.  
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Chapter 4 – The Results  
 
To solve the problem of the lack of registrations, success rate and poor efficiency of CMI programmes 
delivered by our company research into the use of e learning as a suitable delivery method of the 
programmes to managers throughout the UK was seen to be needed. The hypothesis developed is:  
 
“E- Learning will increase access, registrations and success rates on CMI leadership and management 
programmes”  
 
A survey of managers’ current qualifications, management training needs and views on preferred method of 
delivery was carried out. See appendix 1: Management Survey Julie Balch (2010) The questionnaire was 
issued to 100 managers that were current customers and contacts of our company.  
 
The questionnaires was designed to find out the management qualifications, occupational qualifications, 
training needs and preferred method of delivery of management training across various levels of managers 
sectors, line managers, middle managers and senior managers across a range of industry sectors. : The 
industry sectors were:  
 
Business & Legal Services, Central Government, Construction, Consultancy, Creative/Media & Advertising,  
Defence, Education, Engineering, Financial Services, Health & Social Care, Hospitality/Catering/Leisure & 
Tourism, IT, Justice & Police/Security, Local Government, Manufacturing & Production, Transport & 
Logistics, Utilities, Wholesale & Retail. 
 
The results were that only 50 questionnaires were returned and the ones returned were from:  
 
10% Line managers  
50% Middle managers  
40% Senior managers  
 
The questionnaires returned were not from a full range of the industry sectors, but only 11 of the sectors 
shown in the questionnaire. It also took over 3 months for the questionnaires to be returned.  
 

 
 
Current availability of CMI qualifications and comparison of success rates and registrations was carried out 
by interviews with the CMI and current providers of qualifications by traditional methods, blended learning 
and e learning. This was carried out by attending exhibitions and calling to interview providers.  
 
Five trainers’ views and opinions on delivery methods were gained by interviewing five trainers. These were 
all current trainers of our company training programmes.  
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i. Hold a Management Qualification  

 
The results show that 62% of managers do not hold a management qualification. This actually fits with CMI’s 
research which showed that 38.4% of managers were qualified to under level 4.  
 

 
 

ii. Occupational Qualifications  

 
However qualifications in their occupational area shows that 33% of managers are qualified to under level 4.  
Managers are therefore higher qualified n their occupational area than in management qualifications, yet all 
31 respondents are managers and leaders. It is interesting that the service industries, such as Health and 
Social Care and the Hospitality industry had the highest percentage of qualified managers than other 
industries.  
 

 
 

iii. Type of Training that is Important  

 
The importance of management training to respondents was shown to be very high with respondents 
identifying an average of 43% of training needed with the highest subjects being Leadership and Innovation 
and Change.  
 

 
 
These results tend to show that there is a high demand and need for Leadership and Management training 
amongst managers.  
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iv. Preferred Type of training  

 
When looking at the preferred type of delivery preferred by managers, 58% of respondents would find e 
learning suitable, but also 52% felt that work based learning would be suitable and Intensive taught 
programme 50%. The least suitable would be weekend taught programme. However 21% still found that e 
learning would be un-suitable. So although over half felt it was a suitable mode of delivery, some did not find 
it suitable and 19% did not answer the question.  
 

 
 

 
 

v. Concerns  

 
Only 16% of people said that they had no concerns with e learning, and even those that stated e learning 
were suitable did have some concerns. The use of the computer is not really seen as high concern, but the 
highest concerns seem to be Lack of tutor support, lack of interaction with others and lack of motivation to 
work  
 
 

 
 
 

vi. Research on what current blended learning is available for these qualifications and 

comparison of success rates and registrations between different blends  

 
CMI Level 3 First Line Management and Level 4 Award in Management are available from numerous centres 
across the UK and are delivered by taught traditional methods, e learning and distance learning. Traditional 
programmes range from £695 to £950 per delegate and e learning can be offered for as little as £159 per 
candidate.  
 
The e learning are using various platforms and are usually hosted by moodle or other systems. At the 
Learning and Skills Exhibition in London, numerous e learning solutions were seen and these were mostly 
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suited to large corporate companies, designing their own induction or company training. Some of these 
companies included Mc Donald’s, Tesco’s, Waitrose and those that delivered standard training to thousands 
of employees.  
 
In the CMI Chief Examiners Report (2009), all qualifications showed an increase in registrations slightly from 
2008. National success rates were quoted as being 63% at level 3, 50% at level 4 and 64% at level 5. A 
detailed report on the assessment issues were given, however did not address delivery methods and any 
research of delivery methods having an impact on success rates or registrations.  
 
CMI confirm they currently have no data of registrations, success rates and completion rates of the different 
modes of delivery. Five providers of Level 3 and 4 programmes were unwilling to release registration and 
success rate data due to confidentiality concerns.  
 

vii. Trainer/tutors feelings and concerns on methods of delivery and assessment, as this 

could affect success of any action put in pace  

 
Five trainers of management qualifications were interviewed to assess their concerns and feelings on e-
learning.  
 
Out of the five trainers, two were very pro e learning and saw this as a method that would increase 
registrations and success rates, the other 3 felt that e learning would not be suitable for their learners at all.  
Some of the concerns were:  
 
1. Lack of contact with learners causing problems for the learners understanding and misinterpretation could 
occur.  
 
2. Also three expressed that they would not enjoy supporting learners by e learning as they would miss the 
direct contact with learners and teaching by traditional methods.  
 
3. Learners would miss out on learning from each other’s experiences  
 
4. Different Learning needs would not be accommodated effectively  
 
5. The validity and authenticity of assessments would be questioned as direct contact with the learner would 
be lost  
 
viii. Observations  
 
From conducting the observations it was still evident that the majority of the learners preferred the traditional 
style learning.  
 
I observed the learners expressions and motivation in both styles of learning. I found that they were looking 
happier and were more motivated when present in the class based learning. Whereas in the IT suite, working 
through the online learning I noticed that learners kept going for frequent breaks and their expressions were 
not looking too good. Having frequent breaks means that these learners weren’t as motivated.  

 
In the traditional style learning support from tutors was given to learners immediately but in the online 
learning there was abit of delay as there was not enough facilitators available and if there was someone was 
present they were helping someone else. Helping individually is time consuming as in the case of online 
learning whereas when facilitating in a group it takes time but the impact it has is that everyone tends to 
understand the first time, but it does take some learners requiring more clarification.  
 
I found that the majority of the learners progressed well when in the classroom compared to the online 
learning. When the learners were present in the classroom there was a little bit of progress difference which 
when supported they caught up with the rest of the learners but when working online the learners had miles 
differences. Some learners were 2,3 courses ahead than others and it was impossible for them catching up 
with the rest of the learners.  
 
When observing the learners using the computer I found that many learners were novice learners and this 
was evident when asked in the interview. This was found through watching the learners on numerous 
occasions as they kept clicking off the course page and when learners were going back to their learning it 
hadn’t saved any of the work they had worked through. I also found that learners forgot their username and 
password many times although they logged in several times during the day. The same learners always 
needed assistance with using the computer. Due to the issues outlined above, these were all delaying the 
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learning of the learner and it took them double time to complete the task than when they were in the class 
based learning. 

 

ix. Problems found by learners using e learning  

 
Nine learners who have used e learning for level 4 and 5 programmes were interviewed to determine their 
problems or concerns. When asked why they chose e learning method of learning they all replied that it 
suited their work and home life to be able to study when they wanted to and at their pace. Four out for the 
ten also stated that they liked researching things for themselves, without being told everything.  
 
All did state that the main problems they had was that they missed the interaction with others, however two 
stated this was overcome by forums and also web seminars with other learners. All stated that tutor contact 
was available timely when they needed it, however this had to be proactive from them and they had to be 
motivated to do the work and submit. Four stated that tutor feedback on assignments and work was 
paramount to motivation to continue and improve.  
All would study by this method again.  

 
iix. Conclusion  

 
The results gained do allow analysis that is useful however further research is needed to be able to gain a 
valid and true picture of the hypothesis: “E- Learning will increase access, registrations and success rates on 
CMI leadership and management programmes” This will be addressed in assignment 5.  
 
The questionnaire sent out to managers gave some interesting results, however as only 50 were returned 
and the full range of level of managers and industry sectors were not adequately researched by the results. 
Although the information collected was sufficient, widening of the number and industry sectors would have 
enabled the results to be more valid. The views and opinions of trainers was also only collected from 5 
trainers, and as all Our company trainers could lead the results to be biased towards traditional methods of 
delivery, as that is what they are used to. A wider range of trainers may have made the results more useful. 
The research into the registrations and success rates of qualifications showed little results or information to 
provide any useful comparison of registrations and success rates by different methods of delivery.   
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Chapter 5 – Analysis and Conclusions  
 

a. Introduction  

 
The results from the action research carried out do allow analysis that is useful to identify information what 
was aimed at being found to justify the hypothesis: “E- Learning will increase access, registrations and 
success rates on CMI leadership and management programmes”  
This was:  
 

 More research on preferred method of delivery to all levels of managers  

 Research on what current blended learning is available for these qualifications and comparison of 
success rates and registrations between different blends#  

 Trainer/tutors feelings and concerns on methods of delivery and assessment, as this could affect 
success of nay action put in pace  

 
In this chapter I will show the results and conclusions and identify what has not been answered and areas I 
can improve, by referring to the hypothesis and existing literature.  
 
The views and opinions of trainers was also only collected from 5 trainers, and as all Our company trainers 
could lead the results to be biased towards traditional methods of delivery, as that is what they are used to. A 
wider range of trainers may have made the results more useful. The research into the registrations and 
success rates of qualifications showed little results or information to provide any useful comparison of 
registrations and success rates by different methods of delivery.  
 

b. Managers’ View and Information  

 
The questionnaire sent out to managers gave some interesting results, however as only 50 were returned 
and the full range of level of managers and industry sectors were not adequately researched by the results. 
Although the information collected was sufficient, widening of the number and industry sectors would have 
enabled the results to be more valid  
 

i. The percentage of Managers Holding a Management Qualification  

 
The results show that 62% of managers do not hold a management qualification. This actually fits with CMI’s 
research which showed that 38.4% of managers were qualified to under level 4.  
 
The Cmi’s research found the shown by 79% in sectors such as Health and Social care to 50% agreement in 
Wholesale and Retail.  
 

ii. Occupational Qualifications  

 
However qualifications in their occupational area shows that 33% of managers are qualified to under level 4.  
Managers are therefore higher qualified n their occupational area than in management qualifications, yet all 
50 respondents are managers and leaders. Interesting that the service industries, such as Health and Social 
Care and the Police, had the highest percentage of qualified managers than other industries.  
 

iii. Type of Training that is Important  

 
The importance of management training to respondents was shown to be very high with respondents 
identifying an average of 5.6 areas of training needed with the highest subjects being Leadership and 
Innovation and Change, These results tend to show that there is a high demand and need for Leadership 
and Management training amongst managers.  
 
The CMI research here also seems to be agreement that a rise in the importance of management 
qualifications over the next five years will happen. With agreement in the increase in importance being 
shown by 79% in sectors such as Health and Social care to 50% agreement in the public service sector 
(Police & MOD ect..). In fact, my management questionnaire showed that the 5 respondents in these sectors 
all chose over 7 subject training needs.  
 

  



Alan Smurthwaite Date of issue 07/05/2014  28 

iv. Preferred Type of training  

 
When looking at the preferred type of delivery preferred by managers, 58% of respondents would find e 
learning suitable, but also 52% felt that work based learning would be suitable and Intensive taught 
programme 50%. The least suitable would be weekend taught programme. However 21% still found that e 
learning would be un-suitable. So although over half felt it was a suitable mode of delivery, some did not find 
it suitable and 19% did not answer the question.  
 
These results do show that a mix of different delivery methods is needed to suit the needs of manager’s 
preferences and this could be achieved by blended learning.  
 
The CMI research found that in blended learning there is a range of different components.  
 

v. Concerns  

 
Only 16% of people said that they had no concerns with e learning, and even those that stated e learning 
were suitable did have some concerns. The use of the computer is not really seen as high concern, but the 
highest concerns seem to be Lack of tutor support, lack of interaction with others and lack of motivation to 
work. CMI found in their research 75% of respondents stated that it would divert attention away from their 
family.  
 
For e learning to be successful these concerns would need to be taken into account, such as ensuring 
effective tutor support, forums or workshops for delegates to learn from others.  
 

c. Research on what current blended learning is available for these qualifications and 

comparison of success rates and registrations between different blends  

 
CMI Level 3 First Line Management and Level 4 Award in Management are available from numerous centres 
across the UK and are delivered by taught traditional methods, e learning and distance learning. Traditional 
programmes range from £695 to £950 per delegate and e learning can be offered for as little as £159 per 
person.  
 
The e learning are using various platforms and are usually hosted by moodle or other systems. At the 
Learning and Skills Exhibition 2010 in London, numerous e learning solutions were seen and these were 
mostly suited to large corporate companies, designing their own induction or company training. Some of 
these companies included Mc Donald’s, Tesco’s, Waitrose and those that delivered standard training to 
thousands of employees.  
 
It does seem that after the initial set up fees, e learning or blended learning could offer cost savings that 
would increase registrations of CMI qualifications.  
 
CMI confirm they currently have no data of registrations, success rates and completion rates of the different 
modes of delivery. Five providers of Level 3 and 4 programmes were unwilling to release registration and 
success rate data due to confidentiality concerns. Training providers asked on the success rates did tend to 
show high success rates on e-learning. However the information gained is not enough to be able to make a 
conclusion on e-learning would improve success rates at all.  
 

d. Trainer/tutors feelings and concerns on methods of delivery and assessment, as this 

could affect success of any action put in pace  

 
Five trainers of management qualifications were interviewed to assess their concerns and feelings on e 
learning. The results show a division on views from trainers and the number of trainers surveyed needs to be 
increased to enable a valid result that conclusions can be drawn from. As these trainers were also very much 
involved in traditional methods of delivery they could see this as a threat to their livelihood, therefore a wider 
survey is needed.  
 

e. Problems found by learners using e learning  

 
Nine learners who have used e learning for level 4 and 5 programmes were interviewed to determine their 
problems or concerns. When asked why they chose e learning method of learning they all replied that it 
suited their work and home life to be able to study when they wanted to and at their pace. Four out for the 
ten also stated that they liked researching things for themselves, without being told everything. Although this 
research backed up the need to have effective tutor support and interaction with other participants, a wider 
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survey would give more accurate results. As all 9 had actually completed, survey of learners on programme 
may give a fuller picture to enable conclusions to be drawn.  
 

f. Conclusions and Further Research Needed  

 
Conclusions can be drawn from the action research. The main conclusions are:  
 

1. There is a need and demand for Leadership and Management training and qualifications across 
industry sectors  

2. There seems to be a preference for a wide range of methods of delivery and learning, including e 
learning  

3. Tutor support and interaction with other learners need building into programmes  

4. The cost of e learning, after initial set up fees do allow programmes to be run more cost effectively 
than traditional programmes that would allow increased registrations  

 
However further research is needed to ensure that a wider number of mangers responses are gained from 
all industry sectors. This is planned to be done in conjunction with the CMI, CMI and Institute of Directors, to 
ensure that a wider range of responses are gained.  
 
Inconclusive results on the success rates of CMI programmes mean the hypothesis cannot be validated 
without further research into the success rates of programmes. The CMI is keen to assist in this research 
and plans are in place to commence this in September 2010, across a range of their centres and assisting 
the CMI measure the success rates by mode of delivery.  
 
Increased trainers views and feedback from participants or e learning is also needed to be able to draw 
conclusions on the success of e learning as a mode of delivery. Initial results gained showed that both 
trainers and participants viewed e learning as favourable, but not enough respondents were gained to make 
it valid results. Interestingly very few e learning providers actually issue any delegate feedback forms, which 
needs to be addressed.  
 
After constructing this piece of research and carrying out three different methods I am able to answer this 
question which is no. I found that the majority of my learners preferred the traditional style learning due to 
various reasons such as they felt isolated when learning online and they wanted a more social life during 
their learning. There was more support provided in the classroom than in the IT suite. The learners stated 
that on a number of occasions when learning online there was no one facilitating there at times which was 
wasting the learner’s time as they were unable to progress further. Within the classroom the learners had the 
opportunity to socialise with others which online learning didn’t offer. A couple of learners did think the online 
learning was effective as this type of learning fitted better with their lifestyle as they had other commitments 
and found this flexible as they were able to access it when they wanted. This links back to the literature 
review as one of the strengths of online learning which some learners stated.  
 
I have made some recommendations:  
 

 Offer the learners a basic computer course before they start the courses.  

 Incorporate more class based learning in the course and some online learning on the timetable.  

 Make Changes to the online learning so that it is more easier to use and more user friendly.  

 When learners are learning online support is required by tutors/facilitators.  
 
The actions that can be taken following the action research is most importantly offering all learners a basic 
computer course before they are enrolled on the course. This will mean that when learners are carrying out 
the initial assessments and diagnostics there will be no learners who will experience any problems using the 
computer. This will give teachers a better understanding of the levels the learners are at and the support that 
is required. At present some learners have trouble using the computer which has an impact on their 
assessment and due to this reason some learners are not happy with their results as they blame the 
computer, not knowing how to use it with confidence. The assessments that are used need some 
amendments made to them as a number of times learners have lost their assessment without even doing 
anything. I believe this is the most important action that needs to be taken. Once this has been actioned it 
will influence the other actions that need to be taken which is more support is required to learners that are 
using online support whether it is to do with the computer or learning related.  
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g. Lessons Learnt  

 
The hypothesis I developed is one that is really useful to research and gain results from. However I did not 
realise just how much research was needed to be able to prove it and gain results that were valid. All of the 
research carried out was useful, such as the management questionnaires, attending the E Learning 
Exhibition, interviewing trainers and delegates. I now realise that I needed to work with other organisations 
that would have allowed stronger results. These organisations could be the CMI, Institute of Directors and 
the CMI. All of these organisations are keen to work with us over the next 12 months to validate the 
hypothesis.  
 
I also could have developed a stronger plan for the action research project and used project management 
techniques such as Gantt charts to ensure that I kept to time scales and to plan. As a strong activist – I 
started with great speed, but slowed down towards the end, which affected the results and momentum of the 
action research project. However it has made a start into what is going to become a larger action research 
project, for the benefit of Leadership and Management training in the UK.  
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Appendix 1 

Management Development Questionnaire 
 
As part of my Continued Professional Development in training and development, I am conducting an action 
research project to determine the delivery methods preferred by leaders and managers in various industry 
sectors. To assist in this research, I would very much appreciate your time in completing and returning this 
questionnaire. 
 

 
The information is completely confidential and only for use in the action research project. Should you wish a 
copy of the survey report, and then please tick here:     

 

 

Age     Gender    Do you work full time or part time? 
 
Under 18    Male     Part time  
18-24     Female     Full Time  
25-44   
45-60   
Over 60   
 

 
To complete, simply double-click the box(es) that apply then click Checked. 
 

Sector of industry employed: 
 
Business & Legal Services     Central Government   
Construction       Consultancy    
Creative, Media & Advertising     Defense    
Education       Engineering    
Financial Services      Health & Social Care   
Hospitality, Catering, Leisure & Tourism    IT     
Justice & Police/Security     Local Government   
Manufacturing & Production     Transport & Logistics   
Utilities        Wholesale & Retail   
 

 

Which is the highest level of qualification that you hold in your profession? 
 
None         HND     
Level 2/City & Guilds/BTec 1st Diploma     Level 5     
Level 3/City & Guilds/BTec National Diploma    Degree     
Level 4         Masters or higher   
 

 

Do you hold a management qualification? 
 
Yes       If yes, which one:  
No      
 

 
Which of the following areas would be most important to you? Tick each that applies: 
 
Financial management     Quality management    
Marketing      Managing customer service   
Managing people     Project management    
Health and Safety     Leadership     
Innovation and change management   Improving the performance of others  
Managing resources     Problem solving     
Motivation skills      Delegation techniques    
Sales management    
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What would be your main concerns of taking a management course by e learning? 
 

Lack of tutor support      
Use of the computer      
Lack of motivation to carry out the work    
I would miss learning with others    
None        
Other        

 

If you were taking a management qualification, which type of delivery would suit you? 
 

        Y   N 

On-line (e-learning) with tutor support     
Distance learning workbooks, with tutor support    
Mixture of e learning and taught delivery     
Intensive (eg: week blocks) taught programme    
Weekend taught programme      
Work-based, collecting evidence with visits from a tutor   
 

 

Organisations with good work-life balance schemes are more attractive for long term 
employment? 
 
I disagrees with statement      
I agree with statement      
I strongly agree with statement     
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Appendix 2 

 

                                                                                                  

 

 

Management Development Interview 

 
As part of my Continued Professional Development in training and development, I am conducting an action 
research project to determine the delivery methods preferred by leaders and managers in various industry 
sectors. To assist in this research, I would very much appreciate your time in completing and returning this 
questionnaire. 
 

 
The information is completely confidential and only for use in the action research project. Should you wish a 
copy of the survey report, and then please tick here:  
 

 
1. Did you like your overall experience with the online course? 
 
 Yes   No  
 
2. Was it harder to learn online compared to the traditional class with a teacher? 
 
 Yes    No  
 
3. Would you like to do another online course in the future? 
 
 Yes    No  
 
4. Did you like your overall experience with the traditional learning compared to the online learning? 
 
 Yes    No  
 
5. Do you feel you learned more with the traditional classroom style? 
 
 Yes    No  
 
6. Was it easier to study for the tests after having the guidance from a teacher? 
 
 Yes    No  
 
7. Would you recommend the traditional form of learning over the online learning? 
 
 Yes    No  
 

Management Development Observations 

 
When carrying out the observations I will be focussing on the following:  

 
1. Learner’s expressions and motivation when learning in traditional style learning and online learning.  

2. The amount of help they are seeking from tutors and facilitators.  

3. How quick the tutors and facilitators are responding to their needs.  

4. How they are progressing through the course using traditional style learning and online learning.  

5. Their computer skills when using the computer.  

 

 


