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Emerging technologies for organisational growth at Dimensions

"Learning is not just a necessity; it’s serves as the cornerstone of organisational growth. By nurturing a culture of continuous learning, we not only empower our employees with the skills they need to succeed but to also ensure Dimensions remains agile and competitive in an ever-evolving landscape.”
Stella Cheetham, Executive Director for HR
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(Baldwin, 2020).





Organisation Overview

Dimensions Ltd is a not-for-profit social care organisation that offers support services for individuals with learning disabilities, autism, behaviours of distress and those with complex health needs (Dimensions Ltd, 2022). Dimensions Ltd is a values-led organisation, employing around 7000 people who provide personalised and person-centred support to around 4000 people across the UK (Dimensions Ltd, 2022). Dimensions is also a registered provider of social housing providing accommodation with around 825 supported living properties and 400 care homes, widespread across England and Wales (Baldwin & Scown, 2019). Since the pandemic, the workforce works remotely, bar the operational support staff, offices have closed and colleagues are recruited from various locations across the UK, resulting in a widely dispersed workforce (Baldwin & Scown, 2019). Employees undergo regular training to ensure they are equipped with the necessary skills and knowledge to provide high-quality care, that meets the needs of the people supported (Dimensions Ltd, 2022). 
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Introduction

In today’s rapidly evolving business landscape, the quest for skilled talent emerges as key for organisational vitality and competitiveness (Hall, 2023). As highlighted by Hall (2023), the strategic adoption of upskilling and reskilling initiatives stands pivotal in nurturing talent, enabling businesses to navigate the ever-shifting demands of the industry while maintaining a competitive edge. Failure to invest in robust learning opportunities, as urged by Hall (2023), poses a dual risk of a dated workforce and organisational stagnation, emphasising the criticality of continuous talent development efforts.

When creating learning and development strategies, Dimensions must navigate a complex adaptability of internal and external factors that shape the success of such interventions (Steward & Cureton, 2014). Steward & Cureton (2014) highlight the significance of understanding these influences, which can either amplify the importance of learning investments or impede their effectiveness. Tools such as PESTLE analysis offer valuable insights into external economic constraints and demographic shifts that inform strategic decision making (Battista, 2023; CIPD, 2015). Similarly, SWOT analysis pin points internal weaknesses and opportunities, guiding Dimensions in optimising the learning and development interventions (Haan, 2024). However, as Steward & Cureton (2014) caution, economic downturns often influence budget constraints, challenging Dimensions to maintain strategic focus on learning initiatives amidst competing organisational priorities.

In light of external factors such as economic constraints and demographic shifts, Dimensions face formidable challenges in talent development (Hoddinott et al., 2023; CIPD, 2015). The social care sector, reliant on government funding, struggles with insufficient resources to meet the escalating demand for services (Hoddinott et al., 2023). Additionally, demographic trends, such as the impending retirement of a significant portion of the workforce exacerbate talent shortages, necessitating a strategic shift towards attracting and retaining younger workers (CIPD, 2015; Skills for Care, 2023). 

Internal factors including high staff turnover rates and escalating costs, further compound the challenges of talent development within Dimensions (Allen, 2023; Foster, 2024). Amidst these complexities, the emergence of technology driven learning solutions offer a glimmer of hope, revolutionising traditional approaches to talent development (CIPD, 2023). Simulation training, micro learning and social collaborative platforms present innovative avenues for enhancing learning experiences and addressing the diverse needs of the workforce (Cespedes et al., 2022; Thillainadesan, 2022; Reed et al., 2010).

This briefing paper explores the factors influencing learning and development initiatives within Dimensions, examining both external pressures and internal dynamics. Through a critical analysis of emerging digital solutions, this paper aims to provide actionable insights for Dimensions to navigate the complexities of talent development in today’s dynamic business environment. 




















External and Internal Factors Shaping Learning and Development

Businesses must continually seek skilled talent to remain competitive, utilising upskilling and reskilling as crucial tools for talent development (Hall, 2023). Hall (2023) continues that failure to invest in adequate learning opportunities for employees may result in both workers and their employers becoming outdated in an evolving business landscape. 

Upon considering learning interventions, it is essential for organisations to understand the internal and external factors which may have an impact (Stewart & Cureton, 2014). Stewart & Cureton (2014) continues that the learning and development function is influenced by various factors that could either discourage investment or magnify its importance. A useful tool for an understanding of the external factors which may impact decision making and strategic direction, is a PESTLE analysis (Battista, 2023). Another useful planning tool is a SWOT analysis, often used for internal evaluation to understand key factors impacting the organisation or project (Haan, 2024).
A full PESTLE (Appendix i) and SWOT (Appendix ii) can be found in the appendices, however for the relevance of this briefing paper, the following elements have been extracted and expanded:

External Factors (PESTLE)
Economic - Funding and Budget Constraints 
Social care is reliant on central Government and consequently Local Authority funding, however, it has been acknowledged by the Government that the funding available has been insufficient in meeting the needs of people who require care and support (Hoddinott et al., 2023). In addition, the industry faces further challenges as a result of a national skills shortage, rising costs of delivering services and pressures on local authority finances (Hoddinott et al., 2023). During economic declines, organisations often prioritise budget cuts for learning initiatives, posing a challenge in maintaining the strategic focus on learning and development (Stewart & Cureton, 2014). 
Social – Demographics
As at 2015, over 50’s made up 50% of the UK workforce, with the ongoing impending retirement of this demographic posing significant workforce challenges (CIPD, 2015). Furthermore, the ageing populating, coupled with reduced migration levels, suggests a shortage of younger replacements (CIPD, 2015). Whilst there is a call for social care to target younger workers, there is a noticeable disparity in the number of young people opting for careers in social care, and the current workforce compromises a smaller proportion of under 25’s compared to their representation in other industries (Skills for Care, 2023). Furthermore, a significant percentage of younger people leave social care jobs, influenced by factors such as employer reluctance to hire them due to concerns about experience and maturity, as well as competition from other industries like retail and hospitality (Skills for Care, 2023).

Internal Factors (SWOT)
Weaknesses - Staff Turnover and Retention
The 2022/2023 turnover rate for social care was around 28% (Allen, 2023), which is equivalent to around 390,000 leavers in the year (Foster, 2024). Turnover rates for 2021/2022 for care workers specifically were around 36% (Skills for Care, 2023). Over 50’s are contributing, leaving the workforce with their invaluable expertise departing with them, meaning focus should be shifted to the younger workforce (CIPD, 2015). According to research conducted by Skills for Care (2023), 94% of employers experiencing turnover rates of less than 10% attributed a portion of their success to their investment in learning and development initiatives.
In addition, ongoing turnover accrues costs in training, impacting available budgets and organisational willingness to invest in learning initiatives (Hall, 2022). Hall (2022) adds it typically takes 8-12 weeks to replace a knowledgeable worker, followed by an additional month or two before the replacement attains full productivity, requiring investment throughout this period.
Opportunity – Expansion of Technology and Remote Learning
A significant obstacle for learning involves delivering diverse educational content to a varied audience of learners across a broad learning environment (Sandars et al., 2012). Dimensions supports over 4000 people and a registered provider of social housing providing accommodation with over 825 supported living properties and 400 care homes, widespread across England and Wales (Baldwin & Scown, 2019). Since the pandemic, the business support workforce works remotely, offices have closed and colleagues are recruited from various locations across the UK, resulting in a widely dispersed workforce (Baldwin & Scown, 2019).

However, the shift to widespread remote work and learning spurred by the pandemic has accelerated trends in educational activity, offering new opportunities for tech-enabled learning experiences (Parisi-Amon, 2022). Digital tools enable seamless collaboration, ensure consistent delivery and accessibility of information, provide equitable access to all employees, and enable measurement for analysis and improvement, ultimately leading to better outcomes in the future of work (Parisi-Amon, 2022). 

Training Needs Analysis (TNA): Spotlight on a Learning Need within Dimensions

Conducting a TNA enables Dimensions to pinpoint the disparity between current and desired knowledge, skills and abilities, identifying deficiencies to enable targeted learning solutions (Vulpen & Nemcova, 2024). Vulpen & Nemcova (2024) suggests that a TNA can be categorised into three levels: organisational, group/job role and individual. Organisation level focuses on addressing company-wide performance metrics and addressing external changes, while job level targets specific skills gaps in teams, and individual level tailors training to individual employee’s needs (Vulpen & Nemcova, 2024). The following analysis will utilise this model.
Organisation Level
An organisations capability and ability to address both internal and external factors and prosper, depends highly on the skills and abilities of its employees (Ambrosini et al., 2009). Despite this, a study confirmed that 75% of senior business leaders are not satisfied with their L&D provision, alongside 70% of employees feeling they do not have the skills they need (Cespedes et al., 2022). Cespedes et al., (2022) suggests reasons for this include over relying on formal classroom-based training and not recognising peer learning, where technologies could support L&D provisions to address this shortfall. Dimensions’ strategic ambition to care for people with very complex needs requires continuous development to broaden that range of skills within the workforce (Baldwin, 2020). Dimensions strategic commitment by 2025, is to professionalise the operational support workforce and provide learning that is above the minimum requirements (Baldwin, 2020).
Job Level
Investment is often made in formal training options and due to compliance requirements, Dimensions is no exception, with mandatory and essential training well embedded in the support worker role overall (Enos et al,. 2003; Dimensions 2024). However, the widely adopted “70:20:10” framework in HR practice, highlights that 70% of learning is by experience, 20% by exposure and only 10% is through formal learning (Mind Tools, 2024). This makes 90% of an individual’s learning, informal (Hoyle, 2015).
Individual Level
Following initial and ongoing compliance training, due to the unique requirements of each service derived from the needs of the people supported within that service, individuals are required to learn “on the job” through shadow shifts and peer learning i.e. they learn informally (Dimensions, 2024). However, building connections with fellow learners can be challenging in environments where they are not physically co-located or participating simultaneously (Poth, 2018). Given Dimensions’ logistics, individual services and teams, working arrangements i.e. shift patterns, this informal peer learning could be supported by technological advances given that social platforms as a means of information is now a feature of working lives (Baldwin & Scott, 2019; Hoyle, 2015). 

Technology Driven Learning Solutions
The utilisation of digital learning, online collaboration tools, and augmented reality has improved the methods through which HR professionals create, deliver, transfer, and assess learning initiatives (CIPD, 2023). CIPD (2023) continues that these, among other technological advancements, enable the business to promptly address evolving organisational requirements, offering personalised learning experiences for employees, and derive data-driven insights to optimise development efforts and investments. 
Simulation 
Simulation training is one approach aiming to provide true-to-life, immersive experiences relative to a job role for the purpose of acquiring practical skills (Cespedes et al., 2022). Experiences often include gaming aspects which impact motivation and therefore learning (Cespedes et al., 2022). Simulation is able to provide consistency, repetition and context to training to develop customised practical skills based on desired outcomes, as well as immediate feedback (Standen, 2022). However, Meurer (2017) argues that despite being realistic, simulations are not real and do not prepare learners for real situations. Meurer (2017) also adds that simulation training is an expensive and high maintenance intervention, with many educators inexperienced in its delivery, making it out of reach for many employers who may opt for real training experiences in its place.
Micro learning 
Micro learning is the concept of short, “on the go” learning in smaller steps, focussing on a single learning objective, and generally delivered via digital means (Thillainadesan, 2022).  It is often an attractive option given that resources and time required for delivery lessens compared to more traditional learning options, alongside being particularly appealing to the younger generations making up the workforce (Thillainadesan, 2022). Micro learning also presents challenges as traditionalists may struggle with adapting to emerging technologies presenting additional training needs (Gagne et al., 2019). Equally, developing content may be time-consuming running the risk of outdated content and complex subject areas may not be suitable for micro learning alone (Gagne et al., 2019).
Social and collaborative learning technologies 
Social learning takes place through peer-to-peer interactions within social networks (Reed et al., 2010). Fernandez-Gimenez et al., (2008) characterises it as a purposeful collective self-reflection process achieved through interaction and dialogue amongst stakeholders. Pahl-Wostl et al., (2008) defines social learning as the acquisition of collaborative skills i.e. learning how to collaborate and perceive others’ roles and capacities differently. Similarly to micro learning, it is attractive to the learning styles of the younger workforce and considered a cost-effective method through use of existing resources, user-generated content and existing technology (Newham, 2023). In addition, it supports diverse perspectives and a sense of community, encouraging a supporting environment and engagement (Newham, 2023). Reed et al., (2010) argues that there are many examples of social learning having taken place that are merely stakeholder participation without evidence that learning has occurred. Reed et al., (2010) also argues that the concept and potential outcomes are often confused.






Recommendations for Dimensions
Proposed digital solution: Social learning through Microsoft Teams
The foundation of the 70:20:10 framework, underscores the necessity of combining social and experiential support with formal learning for effective learning transfer (McCall, 2010). A number of challenges can impact the process of learning transfer, such as lack of workplace support from line managers and peers, and a lack of supportive resources (Brown et al., 2016). Therefore, social support must encompass collaborating with peers and receiving guidance through coaching (Burke & Hutchins, 2008). Whether learning takes place physically or virtually, establishing a learning community is essential (Poth, 2018). Supported by Reed et al., (2010), who argues that individual learning primarily occurs through social interaction with others and/or facilitative mechanisms like information sharing. Bromer (2021) adds that learning is enriched through interactions with individuals possessing greater knowledge. 

CIPD research highlights a transition from traditional instruction to interactive learning methods, facilitated by collaborative tools that enable employees to learn seamlessly within their work environment (CIPD, 2023). Bromer (2021) continues that within an online learning environment, employees can collaboratively contribute, allowing each member to share their individual expertise within the group (Bromer, 2021). The integration of digital learning and online collaboration platforms has revolutionised the approach in creating, delivering, transferring and assessing learning experiences (CIPD, 2023). The presence of online tools enables the enhancement of social interaction in similar ways to those achieved within a traditional training setting (Poth, 2018). Learners engage actively with colleagues rather than passively receiving content, fostering teaching presence through reciprocal and shared learning processes (Bromer, 2021).
Utilising Microsoft Teams, already well embedded within the business to create a Learning Hub, provides a platform to find, curate and pin content chosen from the organisations learning materials, enabling specific content to be highlighted relevant within the specific service and team, alongside the ability to pin new content (Bromer, 2021; Microsoft, 2024). 


Engagement with Stakeholders 
The key stakeholders within this proposal, are the service locality managers, and the operational staff members within each service (Baldwin, 2020). To engage with stakeholders for the purpose of defining capability needs, stakeholder consultations and workshops should be carried out with locality managers, to gather insights on current skills gaps and desired competencies within their particular services (Stewart, J. and Cureton, P, 2014). This involves collaboration between HR and locality managers, incorporating their views to enable advice and guidance on a tailored approach based on service needs (Baldwin, 2020; Stewart, J. and Cureton, P, 2014). In addition, enabling the operational workforce to participate in feedback as part of the evaluation process, alongside inputting in the content delivery (Stewart, J. and Cureton, P, 2014).

Designing Leaning: Using the “forgetting curve” and social learning theoryFigure 1: The “forgetting curve”

[image: ]The “Forgetting Curve”, visually depicts the gradual reduction of learned information over time (Figure 1), a concept from Ebbinghaus (MindTools, 2023). According to the curve, approximately 50% of all newly acquired information is forgotten within a day, while around 90% of this information is forgotten within a week (Cloke, 2024). Cloke (2024) continues that off-the-shelf resources lack the effectiveness of custom-made, as each piece of content should align with the core purpose, and active involvement enhances learning outcomes compared to passive observation, as learners are more likely to engage and retain information when able to interact. In today’s landscape, there’s a shift towards delivering pertinent information precisely when it is required, minimising both cost and time, thereby moving away from traditional courses towards accessible resources (Shackleton-Jones, 2019). The model highlights that making training content accessible and convenient, such as through mobile learning, increases the likelihood of engagement and retention of information, allowing learners to refresh their knowledge independently at the point of need (Cloke, 2024). Point-of-need performance support proves more impactful in altering behaviour compared to conventional training methods, reducing the necessity for continuous learning as knowledge becomes readily available through technology, enabling individuals to quickly attain high levels of capability through tailored resources and guidance for each job role (Shackleton-Jones, 2019). 
Social learning theory, by Bandura, suggests that individuals learn both correct and incorrect behaviours through direct experience and by observing the actions of others (Stewart, J. and Cureton, P, 2014). This model highlights the significance of social interactions in shaping behaviours and learning outcomes, and in organisational settings, social learning is crucial in fostering a culture of collaboration and knowledge sharing, enabling employees to learn from each other (Midha, 2021). By leveraging online collaboration tools, considering the disperse nature of Dimensions, the organisation can facilitate social learning environments promoting a culture of continuous learning and skills-development aligned with business needs, ultimately enhancing employee engagement and long-term business success (Midha, 2021). 
Evaluating the learning 
Demonstrating that learning has taken place will be where individuals have experienced a shift in comprehension, which can manifest superficially through the recollection of new information or more profoundly through changes in attitudes, perspectives or beliefs about knowledge (Reed et al., 2010). Capability development is only achieved through the successful transfer of learning, wherein newly acquired behaviours are effectively applied and sustained within the workplace environment over time (Ford & Weissbein, 1997). Thus, the key measure of the impact of the informal learning is organisational performance i.e. the quality in how well things are done, quantity of what is being produced, the cost and time (Hoyle, 2015). Hoyle (2015) continues, on a more individual level, success can be measured based on employee motivation, the recruitment of motivated people, and a culture of ongoing improvement and innovation. Some examples of data include knowledge acquisition, skill application and impact on job performance through performance appraisals and assessments, plus surveys – both colleague and customer (Kirkpatrick & Kirkpatrick, 2012).
The underpinning evaluating approach to this is the widely recognised and adopted Kirkpatrick model, compromising four levels: reaction, learning, behaviour and results (Tampkin et al., 2002). Tampkin et al., (2002), continues that the model assesses participant’s perceptions, knowledge/skill acquisition, behaviour changes and bottom-line impact, providing a simple and practical framework. 
Legal and ethical considerations 
Ethical considerations for this proposal include reviewing digital competency and equity issues, alongside plagiarism, maintaining discipline and consent, and the assessment of learning outcomes (Uunona & Goosen, 2023). Legal perspectives raise further consideration, emphasising the importance of data privacy, compliance with GDPR, and the safeguarding of sensitive information such as that of employees and people supported by Dimensions (Uunona & Goosen, 2023; Dimensions, 2023).  


Implementation Plan 
Collated from the findings outlined in the briefing paper, this implementation plan outlines the proposal into actionable steps, summarising the necessary tasks, resources and timelines required to effectively implement the learning resource.
	Task
	Description
	Cost
	Timescale

	Conduct stakeholder consultations

	Engage with service locality managers and operational staff members to define capability needs through consultations and workshops (Stewart & Cureton, 2014). Incorporate insights gathered to tailor the approach in line with individual service needs and overall strategy (Baldwin, 2020). 
	£300 for workshop facilitation
£200 travel expenses
	2 weeks

	Training Needs Analysis 
	Conduct a TNA with each locality manager to identify gaps within each individual service (Vulpen & Nemcova, 2024).
	£500 for consultancy fees
£200 for data analysis
	6 weeks

	Design Learning
	Develop custom learning content aligned with the core purpose of the organisation and specific service needs (Bromer, 2021). Utilise the principles of the forgetting curve and social learning theory to create engaging and interactive content (MindTools, 2023; Midha, 2021). 
	£700 for content creation
£200 for graphic design software
£100 time to source existing content

	4 weeks

	Set up Learning Hub
	Utilise Microsoft Teams to create a Learning Hub platform (Microsoft, 2024). This will provide a centralised platform for accessing curated learning materials, encourage interaction, relevant content highlighting, and the ability to pin new content as required (Bromer, 2021).
	£200 for IT support
£100 colleague communication and instruction


	3 weeks

	Evaluation of Learning
	Develop evaluation metrics to assess the impact of learning initiatives and organisation performance and individual success (Hoyle, 2015). Metrics may include knowledge acquisition, skill application, and impact on job performance through performance appraisals and assessments, surveys (colleague and customer). (Kirkpatrick & Kirkpatrick, 2012).
	£400 for survey tools
£200 for data analysis software
	5 weeks

	Legal and Ethical Compliance
	Ensure legal and ethical compliance with GDPR, safeguarding sensitive information, and addressing digital competency and equity issues, plagiarism, maintaining discipline and consent, and assessment of learning outcomes (Uunona & Goosen, 2023).
	£300 for legal consultation
£100 for documentation
	4 weeks 

	
	
	Total cost: £3500
	


















Conclusion
In conclusion, the search for skilled talent remains paramount in today's rapidly evolving business landscape, where upskilling and reskilling initiatives stand as pivotal strategies for organisational strength and competitiveness (Hall, 2023). The importance of investing in robust learning opportunities cannot be overstated, as failure to do so poses the risk of a dated workforce and organisational stagnation (Hall, 2023).
Navigating the complexities of talent development requires a deep understanding of both internal and external factors that shape the success of learning interventions (Stewart & Cureton, 2014). Tools like PESTLE and SWOT analysis offer valuable insights into economic constraints, demographic shifts, and internal weaknesses, guiding organisations like Dimensions in optimising the learning and development strategies (Battista, 2023; Haan, 2024). 
External challenges such as economic constraints and demographic shifts, coupled with internal factors like high staff turnover rates, present obstacles in talent development (Hoddinott et al., 2023; Allen, 2023). However, the emergence of technology driven learning solutions offer promising avenues for addressing these (CIPD, 2023). 
Simulation training, micro learning, and social collaborative platforms present innovative approaches to enhancing learning experiences and addressing the diverse needs of the workforce (Cespedes et al., 2022; Thillainadesan, 2022; Reed et al., 2010). Despite their potential, challenges such as cost and content development must be carefully considered (Meurer, 2017; Gagne et al., 2019). 
Among these solutions, social learning through Microsoft Teams, emerges as a practical and effective approach for Dimensions (Bromer, 2021; Microsoft, 2024). Underpinned by the “forgetting curve” model and social learning theory, leveraging existing tools to create an online dynamic social learning environment that promote continuous development, knowledge sharing, and point-of-need performance support, fostering a culture of collaboration (Shackleton-Jones, 2019; Bromer, 2021; Midha, 2021; Steward & Cureton, 2014). 
The implementation plan outlined provides a structured approach to integrating the digital learning solution into Dimensions talent development strategy (Steward & Cureton, 2014). Through stakeholder engagement, training needs analysis by service, and careful design and evaluation, underpinned by the Kirkpatrick model, Dimensions can ensure the effectiveness and sustainability of the learning initiatives (Vulpen & Nemcova, 2024; Hoyle, 2015). 
In summary, by embracing technology driven learning solutions and addressing both internal and external factors, Dimensions can navigate the complexities of talent development and position the organisation for success in today’s dynamic business environment (Hall 2023; Hoddinott et al., 2023). 
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Appendix (i)

PESTLE Analysis – Learning and Development at Dimensions UK Ltd
	POLITICAL
	· Policies and regulations regarding education and training funding.
· Changes in Government priorities or legislation related to social care.
· Political stability or instability with local authorities influencing the availability of funding.

	ECONOMIC
	· Economic conditions i.e. recession and economic downturn, leading to funding and budget constraints, impacting investment in learning. 
· Changes in employment rates and wages can impact Dimensions ability to attract and retain staff.
· Fluctuations in exchange rates could affect the cost of sourcing learning materials and resources.

	SOCIAL
	· Demographic trends, such as an ageing population or any changes in workforce demographics such as large proportions of older workers leaving.
· The demand for social care services can impact the learning and development needs. 
· Changing societal attitudes towards learning may impact engagement and participation.
· Awareness of social issues and diversity may require Dimensions to adapt its learning provision to address these.

	TECHNOLOGICAL
	· Advancements in technology, such as e-learning, virtual reality, simulations, presenting opportunities for enhancement in learning delivery.
· Integration of learning systems and other technology solutions.
· Rapid changes may require continuous updating of learning resources.

	LEGAL
	· Compliance with legal requirements and regulations, such as health and safety standards and accrediting bodies.
· Changes in employment laws and regulations impacting internal policies and practices relating to learning.
· Intellectual property rights and copyright laws when developing and delivering learning materials.

	ENVIRONMENTAL
	· Environmental sustainability initiatives and awareness influencing Dimensions’ approach to learning, considering eco-friendly practices and initiatives.
· Considering environmental factors in training delivery such as remote options to reduce carbon emissions.
· Environmental disasters or climate-related events may disrupt training activities and would require contingency planning. 











Appendix (ii)

SWOT Analysis – Learning and Development at Dimensions UK Ltd
	STRENGTHS
	· Experienced trainers
· Diverse learning opportunities
· Strong organisational commitment
· Collaborative partnerships with providers

	WEAKNESSES
	· Limited funding
· Outdated technology and resources
· Staff turnover and retention issues
· Lack of formal evaluation mechanisms 

	OPPORTUNITIES
	· Expansion of online learning and remote opportunities
· Tailored training solutions
· Strategic partnerships
· Continuous professional development

	THREATS
	· Regulatory changes
· Competition for talent
· Technological disruptions 
· External economic factors
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