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HRM – Employee Development
Over the past 60 years, the parliament of the United Kingdom has introduced a number of different pieces of legislation aimed at improving the process of employees furthering their skills as well as ensuring fairness in businesses' processes for selecting employees to receive additional training. Key examples of such legislation are the Employment and Training Act 1973, the Employment Rights Act 1996, Employment Act 2008, and the Equality Act 2010. The earlier legislation tends to focus on providing employees rights to further their skills whereas the more recent legislation ensures a fair process in selection of employees for training and promotions. This essay will highlight how two different companies, Marks and Spencer and Polestar, approach training and development of their workforces. 

The Employment Rights Act 1996 is almost undeniably the most important piece of legislation in allowing employees to pursue additional training to improve their capability to serve the business they work for. The act allows employees to submit requests to their employer for time off work to undergo training citing this act as long as they meet these requirements: “staff must be classed as an employee; they must have worked for their employer for at least 26 weeks; training must help staff do their job better; and at least 250 people must work in the organisation.” (Gov.uk, 2018) This act was a massive step for workers rights allowing people to invest in themselves whilst employed. It does not however cover all employed personnel, with people employed in small businesses unable to take time off work without their employer agreeing to allow it. This legislation aims to empower and encourage employees wanting to develop themselves further. It does not require employers to pay any money to employees that choose to take time off work for training to prevent workers exploiting the system by taking training at the expense of their employer. 
One piece of often overlooked legislation in regards to employee training and development is the Equality Act 2010. “The Equality Act 2010 includes provisions that ban age discrimination against adults in the provision of services and public functions. The ban came into force on 1 October 2012 and it is now unlawful to discriminate on the basis of age.” (Government Equalities Office and Equality and Human Rights Commission, 2015) This was particularly impactful on the selection process for apprenticeships and training courses where older employees were often discriminated against due to businesses seeing training employees nearing retirement as a waste of money given how few years this training would help their business. This act has had a major effect on a lot of companies with older employees now receiving a greater focus in terms of training, this is especially important with the retirement expected to continue increasing with elderly people being more able and living longer due to improvements in healthcare. To enforce equality laws businesses must hand over relevant documents when an appeal is made for an independent council to decide if there was any wrongdoing and if any is found the proper legal actions to be taken. 
British Gas was one such company that changed its practices to make sure they weren't falling foul of the new Equality Act in discriminating against employees based on their age. They had a real shift in culture brought about by this change and even took a loss in apprenticeship grant funding however they still found the initiatives impact a positive one with apprentices up to the age of 56 hired. (Department for Work & Pensions, 2013) This act should have a positive effect on most companies as a skilled diverse workforce is usually a positive for businesses due to different experiences leading to different ways of thinking. Other businesses have likely made similar changes to make sure they aren't breaking the new laws, this is a definite positive for older workers who maybe felt they couldn't pursue their goals due to fear of being overlooked for younger employees. This change shows the Equality Act 2010 is succeeding in limiting the discrimination against workers based on their age. Despite this there are other areas of discrimination such as race and gender that whilst legislation is in place to ensure equality, it is clearly not being achieved. 
Marks and Spencer has a personal development system in place for employees that is focused on the employees being self driven and taking responsibility for their own development and training. (Tamkin, Barber and Hirsh, 1995) This is a very Theory Y approach to managing employees with little done to pressure employees into undergoing training however it seems effective for Marks and Spencer with 76% of employees satisfied with training offered to be effective in their role. (Government Equalities Office and Equality and Human Rights Commission, 2015) The wording of this statistic can be misinterpreted however as this does not show the number of employees satisfied with training and development offered to further their skills to progress within the company. This self-driven process can be set in motion by employees creating a career planning profile and requesting the training needed to follow through with this career plan within Marks and Spencer. (The London Times, 2007) “The company culture had changed significantly, there was more honesty and openness and the executive development programme was perceived to have had a critical effect; executives now talked openly about their own development needs which had not happened previously.” (Tamkin, Barber and Hirsh, 1995) This self motivated training system seems to have been effective for Marks and Spencer with the case study suggesting the workforce responded well to the new policy and became more self-driven as a result. 

Marks and Spencer seem to have been ahead of most legislation making proactive changes to their training and employment process. These changes in 1995 were one such example with the Employment Rights Act 1996 being penned one year later. This legislation eased the process of workers at companies with more than 250 employees to get the time off work required to undergo further training that would improve their performance in their current role. (London: HSMO, 1996) Marks and Spencer have gone further than required in efforts to provide opportunities for employees to seek further training however with employees encouraged to create a plan for their personal development with Marks and Spencer aiming to facilitate this plan in whatever ways possible.  

Marks and Spencer also were well equipped to deal with the introduction of the Equality Act 2010 with 33% of their workforce over the age of 50 and over 4000 employees having worked at the company for at least 25 years. (Department of Work & Pensions, 2013) This shows that most employees are satisfied with the training provided to allow them to work their way up through the company rather than feeling like they are stagnating and need to leave to progress their career. Another way Marks and Spencer has set out to meet the aims of the Equality Act 2010 to prevent age discrimination is by scrapping their mandatory retirement age of 65. This means older employees will feel more incentive to undergo training to improve their skills as they are allowed to carry on in their roles until they feel ready to retire. 

Providing training to the workforce usually does not require much legislation to incentivise with modern businesses recognising the multitude of benefits to providing training opportunities to their employees. One of the biggest benefits of training employees is the boost to staff retention it provides. (D'Netto, and Sohal, 1999) The biggest benefit however should come with the improvement in skill level of the workforce, this in itself should incentivise most businesses to pursue training for their employees. This is especially the case for large businesses that want and can afford to hire and train the best in their fields. Some people believe training can be unnecessary if you have the best employees however this logic is flawed as learning is not a linear process with improvements always able to be found in one area or another. 

One company that believes in training as a core foundation to their success is the printing company Polestar. “Ongoing training often results in improved productivity by eliminating waste and avoiding delays. A high quality product that has been produced efficiently will help to increase profit levels.” (The London Times, 2005) Polestar's belief in training means they are exceed all legislation in how they approach and deal with their employee's development. They aim to keep their employees for their entire careers and this means training them equally even as they grow older. This meets the expectations of the Equality Act 2010 although Marks and Spencer seem to provide a better working environment for older employees with such a large proportion of their work force made up of over 50s. 
The main reason for Polestar focusing on training their staff is their belief in creating career employees with the aim that caring about their staff's development they will be able to retain them. This draws on Maslow's theory of human needs that control their motivations, (Maslow, 1943) Polestar aims to fulfil their employee's needs in the hope that this will incentivise them to remain at the company rather than look for potentially more lucrative opportunities at rival companies. Training can be one of the best ways to secure a competitive advantage although there is also the danger that the money can go to waste with rivals able to poach talent that has been trained up. There is little a company can do to prevent workers from leaving to a rival as non-compete clauses can't be implemented to secure an investment on training in the United Kingdom, only to prevent confidential company information or using private trade secrets. (Department for Business Innovation & Skills, 2016) 
Polestar's training process begins from recruitment with induction training to make sure the new employee fully understands their role, they will also be trained to become multi-skilled to avoid burnout and create a more flexible workforce, management training programmes are also available within Polestar to allow staff to climb the internal ladder. (The London Times, 2005) Despite this having been seen in 2005 it appears to be a very modern approach to managing the workforce with a focus on constant improvement and innovation. Despite this Polestar entered into administration in April 2016 with the company closing for good in May. (Francis, 2016) This is not necessarily at all the fault of Polestar's focus on providing training for their staff however this method of trying to create a workforce that will spend their entire career at one company may be outdated in the modern work environment. Polestar may have found it better to reduce the training on offer for their employees and instead spent some of the money saved on hiring and retaining the best talent available. 
Marks and Spencer's theory Y type approach to training employees seems to have proven much more effective for them than Polestar's more theory X focused approach where training is pushed onto staff more than they have to go out and seek to improve themselves. This suggests that motivation is the most important factor for training to be effective and worthwhile for businesses. This seems logical as self-directed learning is likely to lead to more engaged employees taking in more of the information being provided. Dejoy and Dejoy (1987) outline the steps to implementing self-directed learning within a corporation as firstly setting up a planning stage for employees and then making sure the correct staff and resources are in place to facilitate the training and development. This is almost exactly how Marks and Spencer have implemented their self-directed training program. This philosophy has clearly been popular for over 30 years and it is unlikely to change with cultivating a self-motivated workforce a desire for most companies. 
Training is especially important in the modern era with technology changing so rapidly. Workers must be trained to work with the most useful and effective new technology to make sure work is as efficient as possible. “Technology is a global phenomenon, and employers whose people are better trained, educated, and skilled are better able to compete.” (Caudron, 1998) To stay ahead of competition workers must be given some training with new technology that they will encounter in the workplace. Software updates are one such example where problems can arise with major changes to computer programs used by employees being made without them being told of how to best operate the new updated version. This can cause a waste of time and effort for everyone who has to learn to navigate the update through trial and error rather than a quick demonstration being arranged to highlight the changes and how best to use the updated software. 
Risks must be weighed up before investing heavily in training up the workforce, the most important factor to take into account is the staff turnover as if this is too high then investment can be a massive waste. (Zakharova and Kratt, 2014) Legislation can encourage businesses to train employees through grants and tax breaks but if it is not going to prove profitable for them they will learn and cease to overinvest in employee training. Fortunately training is usually a worthwhile investment so long as the employees receiving it are engaged with both the training and with the company they work for. Polestar's approach to training may not have been the most effective however it was certainly not the only reason for their collapse. Legislation is not that necessary to incentivise training and development within competitive industries as it will likely give a competitive advantage to companies that do invest in training and development. 
Legislation for training and development in the United Kingdom has had little effect on businesses in the country based on the two case studies observed although other instances may differ it is unlikely given how nonintrusive the laws introduced tend to be. The most impactful law is seemingly the Equality Act 2010 as this has made some companies such as British Gas alter their selection processes to stop biases towards younger employees. The Employment Rights Act 1996 also had some impact although it is as good as obsolete now with all big businesses certain to agree to employees taking time off to take on self funded training that will benefit their employer.  The main improvement that would likely improve the investment in training and development of employees would be to secure the investment of training by allowing non-compete clauses to be implemented on employees having training funded by their current employer. This is almost impossible in the United Kingdom however as worker freedom is valued very highly and this would be an seen as an affront on worker's freedom. Both companies exceeded the minimum expectations for providing fair opportunities to their employees but that is not difficult given the fact that most businesses would provide training opportunities whether or not there was legislation in place due to the potential competitive advantages it can generate. 
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