LEARNING NEEDS (AC 6.2)

Learning needs arise when a gap is identified between present levels of knowledge and skill and the level needed to achieve something effectively. Gaps could be due to new skills or knowledge being required to perform efficiently and meet organisational goals, or changes and developments that require staff to be upskilled and prepared for the future. The law requires us to comply with certain legislations such as the Health and Social Care Act 2008 which will require knowledge and understanding, and there will also be a desire by some to learn for their own personal fulfilment (Waite et al, 2021). 
 
Difficulties in recruiting suitably skilled people into roles will result in not only having to improve their knowledge of the new role, which is to be expected, but the added requirement to develop their skills to fulfil the role. The productivity of new employees' will be lower whilst they familiarise themselves with the role and the organisation however if they also lack the skills and/or necessary experience this will delay them achieving full productivity. (Brassey et al, 2019). Internal factors contributing to the need for learning could be the introduction of new services or products that we offer patients meaning the need to upskill staff or external factors such as our ageing population or a local skills shortage because of a rural location. Health organisations such as Hywel Dda University Health Board rely on a ‘Grow Your Own Nurse’ development programme as they are in a region where the birth count is decreasing so they have created an internal recruitment and development programme for existing healthcare staff. The intention is to create a talent pipeline through structured development programmes to meet future recruitment needs. 

LEARNING AND DEVELOPMENT APPROACHES (AC 6.3)

Learning can be delivered in a variety of different ways to help support both employee and employer. Healthcare employees will be required to attend regular training to remain up to date with skills and developments. This is an organised approach whereby somebody passes on skills and knowledge, usually in person to either an individual or a group of people (Waite et al, 2021). Facilitated learning involves learners taking responsibility for their own learning with a facilitator to oversee and provide resources, support and guidance. Participants will recognise and resolve challenges together and learn from one another. Additionally, they can establish their own goals and manage assessments. Advantages of this type of learning in healthcare is that the learning environment can be aligned to real life scenarios, but the pace of learning is tailored to the group rather than individuals and it can be time consuming (ICA, 2005). 
 
Coaching helps people to learn by providing them with skills to improve their performance in the workplace which often has a positive impact at a personal level by helping to build confidence, focussing on helping as opposed to teaching. Mentoring involves an experienced employee sharing their knowledge and wisdom with an inexperienced employee, contributing to their transition into the role or professional development. The role of a mentor is to provide advice and support regarding the job and organisation, answer questions, provide feedback, make introductions with work contacts and act as a role model (Hayden, 2022). Blended learning combines more traditional forms of face-to-face learning with online study. Learners move between in person, classroom-based teaching to online activities, video recordings and virtual participation. Learning can be accomplished anywhere and at any time making it more accessible. 

LEARNING AND DEVELOPMENT REQUIREMENTS (AC 6.4) 

Learning and development initiatives must be engaging to successfully captivate learners and taking into account that people like to learn, acquire new skills and knowledge, or remember things in different ways we must consider different methods of learning to cater for individual needs. A learning needs analysis (LNA) helps in the design and delivery of learning and development initiatives by confirming the requirements of the individual, the department and/or the organisation (Taylor and Woodhams, 2022). Individuals might prefer to learn through practical experience, in a classroom, online, in groups or independently. Finding the most appropriate method of learning for each individual can be challenging especially if there is a range of needs within a group (Hayden, 2022). There may also be personal preferences to how and when people access learning such as shift patterns for healthcare workers or family commitments. Many people also prefer the security of learning away from others where they don’t have to participate in group activities if they lack confidence. As Knowles suggests, employees need to have knowledge and understanding of the reasons for engaging in learning to feel motivated to participate. 
 
Research indicates that traditional classroom-based learning still has great merit but employees in the healthcare sector work long and sometimes unsocial hours, meaning they have difficulty in accessing this type of learning. If learning is not put into practice, then it may also be forgotten so follow up sessions should be arranged. An individual learning journey involving various opportunities over time and including a range of resources and activities allows for different learning levels, personal preferences, disabilities, family commitments or cultural needs such as prayer time (Waite et al, 2021). 
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THE IMPORTANCE OF LEARNING AND DEVELOPMENT (AC 6.1)

Learning and development opportunities in the workplace help provide employees with the knowledge, skills and experience to achieve both personal and professional goals and aspirations (Waite et al, 2021). Investing in our workforce helps employees feel valued, encourages commitment and loyalty to the organisation, and fuels motivation when results are evident. A positive learning and development culture helps attract individuals to our organisation. New employees may be required to attend training to become familiar with organisational goals and to ensure they have the skills required to undertake the role successfully. In healthcare it also ensures that expected standards of care are understood and maintained. New skills and ideas can also be shared amongst other employees helping to build strong working relationships, encourage teamwork and develop transferable skills (Indeed, 2023). 
 
Creating a pipeline for future healthcare professionals by providing learning and development opportunities for staff ensures that we can prepare for the future needs of our organisation and services we provide to patients. Investment in our workforce helps us build a good reputation and appeal to prospective employees whilst also ensuring current employees keep up to date with any necessary skills, adapting effectively to any challenges and improving performance (CIPD, 2020). Our workforce is our most valuable asset, and encouraging their learning and development is critical to the overall success of our organisation. In order to be prepared for the future needs of our patients and the healthcare sector, we have to invest in our workforce to ensure they are capable and able to respond to any issues efficiently. 



EVALUATING LEARNING AND DEVELOPMENT (AC 6.5)

Learning and development initiatives will make sure that employees gain the skills, knowledge and experience required to undertake their role and meet the needs and goals of the organisation. It is important to conduct assessments of these initiatives to measure how well they have contributed to performance. Methods of evaluating include looking at the impact that initiatives have, the transfer of learning to the workplace and recognition of the benefits by managers (Hayden, 2022). Kirkpatrick is a commonly used tool which can be quite useful in evaluating learning and development but only if all four stages of the process are followed. Often people focus on capturing the immediate feelings of the learner after the learning event, such as a feedback questionnaire. However, to get a real measure of impact, it is important to review whether the learning outcomes have been met after the learner has had the chance to embed and apply the learning. Additionally, focussing on learner feedback only provides an opportunity to measure impact from their perspective. It is important to use insight and feedback from managers and colleagues who may be impacted by the participants learning journey (Waite et al, 2021). 360 feedback provides an opportunity for this and can be incorporated into the Kirkpatrick method. Kearns return on investment is also a useful tool when considering significant financial investment. On its own it is in danger of looking at training interventions in a too simplistic way which is why it is important to capture the narrative from participants, managers and customers in order to gain a holistic view (Kearns, 2005). 
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