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Learning and Development (L&D)

Different types of learning needs and why they arise for individuals and organisations. (AC 6.2)
There are different types of learning needs such as skills and knowledge development, or behavioural change. There may be a gap between what an individual can actually do and what they want, need or are required to do. If the gap is where a skill is required in their job role then this can have a direct impact on the individual’s capability which can lead to performance issues (McKinsey, 2015). This can have a direct impact on the organisation (Magalhães, 2015). A learning need due to skills gaps can arise for anyone in an organisation (Levesque, 2019), these can be identified by the individual themselves or through a skills gap analysis (Leonard and Bottorff, 2022). 
Learning needs can arise due to internal or external organisational change, we can use the PESTLE technique (Battista, 2023) to assess changes which may impact our organisation, such as changes to regulations. The changes that the Care Quality Commission (2023) introduced to Health and Social Care regulations will have a direct impact on our organisation and the way we work. This will introduce a learning need for employees and managers to understand the changes and how they impact Healthcare on Hand and the services which we provide. 
The benefits of learning and development activities for individuals and organisations (AC 6.1)
One benefit of L&D activities is the increased skills and knowledge of employees, to either develop the individual or address specific learning needs. This can help individuals can feel more confident in their role by increasing capability which can also improve wellbeing (Morgan, 2020). This also benefits the organisation as employees can learn skills and knowledge to allow the organisation to redeploy or upskill so employees can cover other team members if needed (CIPD and Accenture, 2020) which supports talent management by filling gaps within the business or developing employees into new roles, 60% of organisations do this to address potential recruitment issues (CIPD, 2022). L&D activities also benefit the organisation as employees feel more fulfilled which supports retention and improves performance, which is why it is a priority for 60% of CEOs (Windham-Bradstock, 2022).
Learning and Development (L&D) is the aspect of people management which focusses on developing the skills of both new and existing employees to fill skills gaps or learning needs and for employees to develop their career within the organisation. The purpose of this factsheet is to raise awareness of what L&D is and why it is important at Healthcare on Hand. 
How individual requirements and preferences must be accommodated in the design and delivery of learning and development (AC 6.4)
In the design of learning and development it is important to first clarify what the learning needs of the individual(s) are, perhaps through a discussion with the individual(s) and also their line manager(s). We can also able to use analysis techniques, such as a Learning Needs Analysis to assess current skills and abilities or a Training Needs Analysis to assess the need for specific training (Hayden, 2022a). We need to identify the L&D requirements of individuals in order to design L&D programmes or sessions to meet those needs. Everyone has different preferences for training, this could be as a result of their situation, how flexible they are regarding time and location of L&D activities. Furthermore, different people also have different learning styles, such as Visual, Auditory, Read/Write and Kinesthetic (Fleming, 1987) and so the L&D approach used can consider and accommodate this by designing training which incorporates more than one, or even all of these styles. 
In the delivery stage is important to ask individuals about their own learning needs to check these are met. For example, the delivery should accommodate needs such as logistical needs (do any learners have conflicting commitments) or cultural needs (do any learners have religious requirements such as prayer time that may require breaks in L&D activities). All learners must be treated fairly and respectfully. One example of how we can do this in the delivery of L&D is by setting out ground rules in group sessions and leading by example to create an inclusive environment (Papatheodorou, 2021). 

Methods of evaluating learning and development and its impact (AC 6.5)
The evaluation means the process of judging or calculating the value of something (Collins Dictionary, 2014), this is a key stage in the L&D process as it allows us to measure the impact of L&D activities as well as supporting the development of L&D programmes and strategies. One method of evaluation that can be used is based upon Kirkpatrick’s ‘Four levels of evaluation’ model. This model outlines four levels for evaluating training, reactions of learners, learning which focusses on the facts or information taken in by learners, behaviour which focusses on how the learner’s behaviour has changed due to the learning, and results which looks at the extent that changed behaviour impacts the organisation. This method provides a guide that trainers to follow to determine what they want the evaluation to establish. However, Alliger and Janak (1989) found that not every level is always linked to the next. Furthermore, research has shown that the focus tends to mainly be on the reaction level and so the other levels can end up being ignored. This can be a problem as it may result in evaluations only reflecting short term impacts of the training rather than the longer term, wider impact of L&D activities. 
Another criticism of Kirkpatrick’s model is that changes in performance are not just linked to learning. However, the Brinkerhoff (2003) success case method (SCM) address this issue by using a wider focus by using surveys, performance reports or other organisational data to identify individuals or teams that are likely to have benefitted from learning. These individuals/teams are then interviewed to determine if they are genuine ‘success cases’ using additional evidence from other sources. In addition, SCM evaluations also look at ‘non-success cases’ to investigate the reasons that the learning may have added little or no value. This method provides a low-cost approach to identify successes of L&D activities, however, the samples this method uses are limited which means this method is not comprehensive when used alone. 
Different face to face and blended L&D approaches, including facilitation, training, coaching and mentoring. (AC 6.3)
Face to face learning is where the L&D activity is delivered in person to either an individual or a group (CrossKnowledge, 2022). Some of the main advantages of face to face learning is that it allows real time interaction, collaborative learning and increased learner engagement (Dean, 2022). However, it can also be costly in both time and resources (TopAdvantages, 2022). There are many different L&D approaches, a blended learning approach combines two or three approaches in order to form a more complex and engaging learning programme (Valamis, 2023). Blended learning has been found to increase engagement according to 73% of survey respondents (Centre for Digital Education, 2013) and allow a more accurate analysis of learning outcomes. 
Training is about teaching someone a particular skill or passing on specific knowledge (Cambridge Dictionary, 2023). There is usually specified content that needs to be covered, training programmes or sessions are usually led by an individual with certain expertise in the subject. This could be one-to-one or group training which may involve attending an external venue for classroom based training. Alternatively,  on-the-job training where the learner is trained in the workplace whilst performing their normal role (GreggU, 2019), examples of this are job shadowing or one-to-one training, 42% of organisations do this (CIPD and Accenture, 2021). 
Facilitation is a ‘hands off’ approach where the trainer supports and guides learning as opposed to delivering. There is less trainer input therefore learners are responsible for managing their own learning. There are different degrees of involvement that the facilitator may have, usually a blend of training and facilitation works best where involvement can be adjusted depending on learner needs (Beevers, Rea and Hayden, 2019).
‘Coaching is unlocking people’s potential to maximise their own performance’ (Whitmore, 1992). Coaching is about supporting the individual to access the learning they need and having conversations which prompt the individual to reflect and progress. One popular coaching model is Whitmore’s GROW model, this provides a framework for coaching conversations about their goals, reality, options and will (Rayes, 2022). Coaching has been found to be one of the most effective approaches (CIPD, 2023), however, it is only effective when the individual takes full responsibility and engages with the coach (Norman, 2019). 
Coaching and mentoring use similar techniques, however, mentoring is where someone tends to be ad hoc support. For example, a more senior employee might mentor a junior employee to support their development. Where coaching usually focusses on work-related or performance issues, mentoring focusses on other issues that might impact the individual. With coaching there are usually regular arranged meetings to discuss particular areas, however, mentoring uses more generic informal discussion as and when needed.
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