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3. The alignment of the L&D framework with the current and future needs  
[bookmark: _GoBack]3.1 The L&D framework and the current needs 
The L&D framework has addressed the current needs of Nottinghamshire Healthcare NHS Trust in improving its service quality. The quality of medical services is the top priority in the development of hospital management at present, and is also a problem that hospital managers should pay attention to (Abbasi-Moghaddam et al., 2019). With the continuous development of modern society and economy, medical and health care is also developing and advancing. Public hospitals have to continuously improve the quality management of their own medical services in order to do a good job in the medical services of society and to protect the quality of medical services and life safety of the people (Chang, Chen and Lan, 2013). At the same time, public hospitals present an uneven distribution of medical resources, an unclear medical system and unbalanced medical institutions in terms of the quality of medical services, coupled with a shortage of medical staff in public hospitals and a failure to update the ideology and professionalism of medical services in a timely manner (Asnawi et al., 2019). These are unable to meet the basic needs of patients, leading to gradual tension between doctors and patients in public hospitals and pressure to compete with private hospitals. As such, the L&D framework can effectively eliminate the internal weakness of Nottinghamshire Healthcare NHS trust through meeting the basic needs of patients and improving the service quality. 
3.2 The L&D framework and the future needs 
As public hospital reform continues, the health awareness of the entire population grows, and hospital operations and management continue to improve, an orderly and healthy competition pattern has emerged in the healthcare industry (Wakefield, Williams and Le Menestrel, 2021). The core competitiveness of public hospitals is the ability to sustainably add value to the health of society. By conducting a value chain analysis of the hospital's main business and management processes, the key to achieving a win-win situation for all parties is to clarify its competitive advantages and market positioning, and to precisely formulate an effective hospital development strategy (Wakefield, Williams and Le Menestrel, 2021). As we all know, human resources are the first productive force in the operation and development of public hospitals. It not only determines the direction of the public hospital's own work, but is also a powerful means to enhance its competitiveness and sustainable development (Schneider, Oppel and Winter, 2021). Nottinghamshire Healthcare NHS Trust is committed to a people-centred approach in its ways of managing employees and serving customers, with a focus on high quality staff and the achievement of staff self-worth, the maximization of patients’ satisfaction and promoting the long-term development of the hospital. These are enabled by the continuous implementation of the L&D framework mentioned above. Thereby, it can be summarized that the L&D framework can meet the future needs of Nottinghamshire Healthcare NHS Trust in enhancing overate competitiveness by using the L&D framework to facilitate its customer-centric strategies. 
At the same time, with primary industrial trends (such as the digital transformation in service provision, patient consumerization and care personalization) continuing to reshape the public hospital landscape in the UK, the L&D framework by Nottinghamshire Healthcare NHS Trust can facilitate the organization to seize emerging opportunities presented in the health care industry. Nottinghamshire Healthcare NHS Trust can remain adaptive and responsive to any external environmental shifts through effective and continuous training and development in human resources. 
3.3 The limitations of the L&D framework 
[bookmark: _Hlk132566455]The primary limitations of the L&D framework prompt by Nottinghamshire Healthcare NHS Trust are that the framework does not involve a corresponding model to evaluate the L&D effectiveness and efficiency. Post-L&D evaluation refers to the evaluation of the final effect of training and is the most important part of the training evaluation process (Phillips and Phillips, 2016). The main purpose of implementing post-L&D evaluation work is to enable enterprise managers to determine the degree of merit and demerit of the selection of L&D programmes and the degree of achievement of the expected objectives of training, and to provide useful assistance for the development of L&D plans and L&D programmes in the later stages (Griffin, 2010). It should include an assessment of the achievement of training objectives, a comprehensive assessment of the effectiveness of the L&D, an assessment of the performance of the trainers, and an assessment of the relevance of the trainees' improved knowledge and skills to the training received. For Nottinghamshire Healthcare NHS Trust, the implementation of education and training is an effective way to improve the 'soft power' of the organisation. However, in the current situation, the importance of evaluating the effectiveness of training in Nottinghamshire Healthcare NHS Trust's staff education and training system has been overlooked, thus affecting the effectiveness of training and the conversion of training outcomes. Specifically, the management of the hospital did not properly understand the importance and role of the implementation of training evaluation operations. In terms of the actual operation of the company, the management has not yet properly understood the importance of conducting assessments and has not developed a comprehensive assessment system in line with the actual situation of the company.
Moreover, at Nottinghamshire Healthcare NHS Trust, during the development of the L&D evaluation dimensions, they are not selected in the light of the characteristics of the employees, but a whole set of training effectiveness evaluation indicators are used in general. This approach is one-sided and ignores employees' subjective perceptions of the effectiveness of the L&D scheme, and makes it difficult to fairly assess the effectiveness of the L&D framework for employees, which ultimately leads to a lack of authenticity in the evaluation information and feedback collected by managers and does not reflect the return on investment of employees during L&D.
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