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[bookmark: _Toc72240059]Executive Summary
This report identifies a need for a learning intervention for G D Harries & Sons (GDH) to combat issues surrounding retaining our high skilled employees/workers. There is a discussion of the impacts of the external and internal working environment and how these would have highlighted the need for training for line managers in wellbeing and handling difficult conversations. Learning theories and models such as the experimental learning are discussed to provide a platform for how GDH can design the learning intervention to be as affective as possible. It was recommended that there should be a face-to-face learning intervention on wellbeing and handling difficult conversations for line management, which incorporates experimental learning as a way to create further meaning and to be able to apply their learning to workplace scenarios. Additionally, it is further recommended for GDH to become an employer who funds and supports the developments of their workers in future in order to retain higher skilled employees and create a supportive environment. 
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1.0 [bookmark: _Toc72240061] Introduction 

G D Harries & Sons (GDH) is an organization that is focused on supplying high quality aggregate, concrete and tarmac from our 9 sites throughout the south-west wales area and beyond (G D Harries & Sons, no date). GDH currently have around 240 members of staff and are experiencing steady growth after being acquired by Sigma Roc Plc in September 2020 (Sigma Roc, 2020). Once an organization has over 200 employees then it becomes likely that there is a need for a HR team especially in the case of rapid growth (Dowzell, 2018). Before the transition took place the need for a HR team to be in place within GDH was established and put into place which reflects what was stated by Dowzell (2018). The implementation of the HR department has allowed us to evaluate our current workforce and identify skill gaps and learning needs within the organization as it’s provided us with a function to monitor employee performance (Sands, 2020).  
Emotional intelligence, leadership and social are all skills that are expected to experience an increase in skills gap throughout the years and we also identified the need for management to enhance on their HR and social skills in order to implement HR, organization policies and to be able to support their team’s development and wellbeing (CIPD, 2020 a). This has become increasingly important as we recognize that it is difficult to manage personnel across a range of sites without the support of management on each site, as line managers can be a vital asset to internal communication (Local Government Association, no date). Key issues can arise when management don’t have effective people management skills such as managing performance and maintaining good working relationships through supporting employee wellbeing. Organisations prioritize the retainment of high skilled workers and that this is achievable when the wellbeing of their employees within the workplace is seen as a priority (Araujo and Pestana, 2017). Absences due to poor mental health cost UK employers £45 billion a year which is 16% higher than the figures from 2016 (Deloitte, 2020 a), this highlights the importance of management maintaining good working relationships with effective communication and the ability to nurture employee wellbeing. There are many benefits to supervisors focusing on employee wellbeing through methods such as workplace spirituality as it can result in higher work efficiency, engagement and resilience within the workforce (Dal Corso et al, 2020). Not only would management and employers’ benefit from effective people and wellbeing training for line managers but investors and customers should as exceptional customer experiences are highly influenced by how motivated and committed the workforce are and how it can be difficult to achieve them without this (Jawaad at al, 2019).
1.1 [bookmark: _Toc72240062]Aims and Objectives 
The aims of this report would be to identify an effective learning intervention to implement within GDH that helps build the people management skills within management to aid us in retaining employees and building strong working relationships. 
The objectives of this report are as follows: 
· Identify the need for a learning intervention based on the internal and external environment. 
· Assess how the external environment and how this may have some impact on the management of people.
· Analyze models and theories that could be used when designing the learning intervention.
· Acknowledging trends within learning and development (L&D), their strengths and weaknesses in application to the workplace and the appropriateness of potential implementation at GDH.  
· Creation of an action plan for an appropriate learning intervention for management to adapt wellbeing and managing difficult conversations skills.

[bookmark: _Toc72240063]2.1 Internal and external Factors Affecting GDH and L&D 
[bookmark: _Toc72240064]2.1.1 External Impact on Employee Wellbeing and Demand for Support from Management
External factors can affect the running of the way in which GDH operates whether this is in the quarrying/construction/transport aspect of the business or whether it impacts the HR function. Some of the external factors that will be discussed throughout this section will be discussed in more depth within the PESTLE analysis (see Appendix 1.1). 
The economy shrank by 9.9% in 2020 (Elliott, 2021), this would result in many businesses having to adapt quickly and businesses would not be able to afford neglecting the critical learning and development for their workers (Kshirsagar et al, 2020). Despite the financial impact of the Covid-19 pandemic the events may have aided in the innovation of learning and development resources as the constant challenges of the pandemic have brought forward the need to be creative (Howlett, 2020). 
The biggest challenge for employers within the UK is to re-skill their workforce as they predicted that 7 million workers could be under-skilled by 2030 (Industrial Strategy Council. 2019). The development of automation and digital innovation can cause massive instances of job loses which highlights the need for employees to be flexible and to be able to adapt to situations quickly (CIPD, 2020 b). As demonstrated in Figure 1 (Mckinsey & Company , 2020) 43% of employers were facing a skill gap within 2020.
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[bookmark: _Toc72239938]Figure 1 – Skill Gap Statistics, Mckinsey & Company (2020) 
For HR and line managers who take care of individual sites it would be important to be able to effectively respond to changes such as these (Roland, 2020). These findings amplify the need for management to be able to have difficult conversations with their employees and how to be able to give their employees constructive feedback/support as poor performance can have a negative impact on staff retention (Strebler, 2004). Poor performance can be managed through keeping wellbeing as a priority and motivation can be increased where employees are made to feel they belong by their managers and efforts are made to create a healthy working environment (Poulsen and Ipsen, 2017). Covid-19 only adds to this pressure of having to retain staff as the recruitment market becomes more competitive (CIPD, 2017). When an employee holds a strong affective commitment towards an organization they want to stay in their job as they have an emotional attachment towards it (Palmer, 2006), this can aid with retention of employees and would need to be done through effective orientation of employees implemented by management. 
During May 2020 there were fears that around half a million more people within the UK would suffer with mental health as a result of the Covid-19 pandemic (Centre for Mental health, 2020), with a 29.7% increase in diagnosed depression within England in 2020 (Office for National Statistics, 2021). These mental health issues can be amplified by the individual’s workplace and workers are encouraged to talk with their employers regarding these issues to go through the sick pay and benefits available (NHS, no date). The pandemic has shown how crucial it can be for management to have conversations surrounding wellbeing and to aid in solving problems raised by the employee to make reasonable adjustments (Acas, no date). 
[bookmark: _Toc72240065]2.1.2 Impact of External Factors on Manager Skill Sets
If management were able to provide their workers with sufficient support it should help with retaining employees as the Good Work Index (CIPD, 2020 c) states that two of the seven dimensions of good work are relationships at work and health and wellbeing which could be met with effective communication and support. In addition, as discussed by Clarke (2021) 36% of management expressed that they felt they are lacking the skills in communication and coaching to be able to thrive within their roles, which only highlights the need for employers to supply their management with the sufficient training. In terms of managerial skills regardless or the role or level, interpersonal skills may be seen as the most important in terms of career success (Laud et al, 2016). Effective HRM with an organization allows employees to become competitive and aid with employee retention through interpersonal functions such as effectively managing performance functions and fair compensation (Riana et al, 2020). This need for effective people skills and being able to manage the physical and mental wellbeing of employees reflects the identified need for line managers to be trained in these issues to combat staff attrition. However, to successfully develop these interpersonal skills to create supportive managerial roles there needs to be an effective training tool, training design and method of evaluation (Beenen and Pichler, 2016). 
[bookmark: _Toc72240066]2.1.3 Learning Needs Analysis 
As an organization with a HR function that has only just be implemented, GDH have yet to put an affective learning needs analysis in place due to prioritization of incoming HR issues. Therefore, picking up on this skill gap relating to interpersonal skills and handling employee welfare within management has been delayed through not implementing a learning needs analysis but has been picked up on through lack of retention and increasing issues being raised by employees. An organizational learning needs analysis should take internal and external changes into account as they would continuously the training needs within the organization (Cook, 2005). With the significant growth of GDH over the last year employees can feel that they have less control over their careers (Jarvis, 2019), we would be looking to train managers to manage this through effective interpersonal skills. 
[bookmark: _Toc72240067]2.2 Contemporary Methods and Theories for Creating a Learning Experience 
[bookmark: _Toc72240068]2.2.1 Experimental Learning and Affective Context Model 
[bookmark: _Hlk72085688]Experimental learning is a way in which you could shape training to merge experiments/problem solving activities to the required learning, this type of learning can allow the learner to handle uncertain situations and to improvise where problems arise (Pereira Christopoulos et al, 2016). For providing training on instances such as having difficult conversations or handling difficult situations it may be beneficial to adopt experimental learning (Pereira Christopoulos, 2016). Kolb (1984) emphasized the need for learning through experiences created, and that experimental learning strays away from behavioral learning as this method would be a process of learning formed through experiences. Boud and Walker (1990, cited in Dochy, 2012) added to Kolb’s findings as they added that a key process of learning from an experience would be reflection and to construct meaning, which highlights the need for there to be effective evaluation during the training or on its completion. Experimental learning would be useful to coach managers how to handle complex situations, especially in the context of wellbeing as the conversations and situations can vary depending on the employee. 
The affective context model provides us with some insight into how we learn, as stated by Shackleton-Jones (2019) this model demonstrates that people link what they learn to their emotions and take in the information more effectively when they can link it to something that they care about. Employers may want to encourage learning by creating new concerns for the employee (Shackleton-Jones, 2019) but this wouldn’t be possible without disrupting their emotions which obviously wouldn’t be appropriate for an employer to do purposely. A study by Kroth and Keeler (2009) found links between how caring the relationship between manager and employer seems as well as the working environment this creates with retaining employees and creating a positive working environment, which is currently important as the changes with Brexit make it difficult to retain workers (CIPD, 2017). Kroth and Keeler (2009) highlighted that some skills in terms of caring and being compassionate with employees should begin to be seen as part of a management skill set when recruiting. When training it would be important to make aware to line managers the importance of having affective interpersonal skills for the progression of their career (Laud et al, 2016). Poor learning design is a contributor to incomplete learning interventions and context is seen as an important part of retaining knowledge in work-based learning (Griffiths and Inman, 2017). The affective context model can help to incorporate this context into the learning intervention for GDH, an appropriate amount of time and thought should be put into the design to ensure an affective intervention is created. 
[bookmark: _Toc72240069]2.2.3 Kirkpatrick’s Four Levels Model 
As previously drawn upon by Boud and Walker (1990, cited in Dochy, 2012) an essential part of creating a successful learning experience would be the ability to reflect to allow learners the chance to construct meaning. Kirkpatrick’s four levels model created in 1959 provides four levels to an evaluation which include reaction, learning, behaviour and results (Stewart and Cureton, 2014). However, there are critiques over the model’s effectiveness, for example, Reio et al (2017) found that many HR professionals when conducting training tend to only evaluate this training at levels 1 and 2 (reaction and learning) which means that the model is not utilized to its full potential. Kirkpatrick highlighted that he believed level 4 to be the most important level of the model (Stewart and Cureton, 2014) as it evaluates the impact of that the training has had on the company such as whether there are reduced costs or sales have increased so the value of the learning intervention is not being fully explored by HR professionals. When conducting an evaluation on any training it would be important to understand how it has impacted the behaviour of those who have taken part and to gain an understanding of the impact it is has had on the organization. Abdulghani et al (2014) explained that it can be difficult to apply levels 3 and 4 when evaluating as it’s hard to pin down the idea that the positive change in an employee or within the business was directly caused by the learning intervention. 
[bookmark: _Toc72240070]2.3 Emerging Trends Within L&D

Prior to the Covid-19 pandemic we faced an increase in competition within the corporate world, this highlighted the importance of effective learning and development in ensuring that employers can remain competitive (Harper, 2019).  This need for development may have been highlighted by the pandemic due to employers expecting a 46% deduction in performance and some companies preparing for staff reductions (Deloitte, 2020 b). It is expected that the future world of work will look much different as there will be more of a focus on soft skills such as creativity, communication and collaboration as certain jobs come under threat through the development of technology such as automation and artificial intelligence (Taylor, 2019), these findings support the view that organization’s such as GDH should train management in effective communication such as having difficult conversations and supporting their workers. 
Focusing the content an employer provides in learning and development is still important to get employees to engage but it’s moving away from traditional methods by using resources such as infographics, videos and quizzes (Carr, 2020). Online learning has become popular for adults as training that was originally planned for the classroom shifts to virtual learning as a result of the Covid-19 pandemic (OECD, 2020). However, access can be an issue with this dependent on what equipment, course materials or internet connection the learners have as 25% of students during the pandemic were not able to access the learning (Packham, 2020). Within the UK employers seem reluctant in comparison to other countries to invest in their L&D as within 2019 only half expected to increase their spend on L&D within a 12-month period (Woolnough, 2019). This reflects the findings of CIPD’s Learning and Skills at Work report (2020 d) that found that face-to-face delivery was still dominant within the UK with 60-100% of learning being delivered through face-to-face learning within 44% of organisations. 
The introduction of artificial intelligence (AI) is set to revolutionize the way that we implement learning and development, AI can provide us with additional data to identify skills gaps more clearly and allow the training content to be personalised to the individual (Barnard, 2019). A form of AI which is most relevant to learning and development would be machine learning (Walsh, no date). Reinforcement learning is a form of machine learning and can be most applicable to other L&D programs such as gamification as it analyses individual inputs and tries to work with that data to provide the best outcome which makes the simulation more engaging for the user so ultimately it aids in meeting organizational goals (Schneider, 2019). However, as previously discussed it is likely that AI is linked with gamification then a barrier to implementation would be cost but as stated by Brassey et al (2019) L&D should be invested in to motivate and retain employees which suggests that alternative attitudes should be taken towards training costs within GDH. 
Virtual reality (VR) is becoming popular throughout the learning and development world as it offers an effective resource which can be utilized for a range of development such as improving an individual’s people skills and human interactions (Jenkins, 2020). VR learning environments are effective in the use of problem solving and allowing learners to be able to pick up on and explore new concepts when approaching an issue (Huang et al, 2010). In terms of problem solving one barrier for managers is the lack of ability to have open conversations and acknowledge root causes (Cook and Jenkins, 2014) and VR can be seen as a way to combat this (Huang et al, 2010) which will be useful for GDH in future when a L&D culture is greater developed. 
[bookmark: _Toc72240071]3.1 Conclusion 
Being able to manage personnel effectively and to be able to provide support to those you work with has been highlighted by the uncertain times of the Covid-19 pandemic as cases of stress and mental health issues increase (Centre of Mental Health, 2020). This is only one example of why management should be encouraged by employers to develop their communication and people skills to enable them to be confidently handle situations arise from employees that work under the line of management, especially as many managers feel as though they do not have the skills to do so (Clarke, 2021). This would make it clear that a business such as GDH would need to take the time and provide the appropriate resources to allow for a learning intervention to tackle this skill shortage and to ensure that management can approach these situations that arise surrounding issues such as wellbeing HR can be strained to manage all personnel across our 6 sites. This will help us to retain workers as being supportive and approaching sensitive issues such as mental health are seen as key factors that affect job satisfaction (CIPD, 2020 d). Ultimately, if some situations can be dealt with by management it will improve the working relationship on site which can create a positive working environment (Kroth and Keeler, 2009) and take the pressure off HR as resources can be stretched as the business continues to expand.
Ever changing technology trends provide us with different avenues to take when providing employees with a learning intervention through resources such as AI and VR. Despite these resources providing a method of learning which some learners might find more engaging, some businesses still continue to choose to use face-to-face learning as found in CIPD’s Learning and Skills at Work report (2020 d). Although there might be some reluctancy to utilize these resources, particularly within the UK (Woolnough, 2019), it has been found that they can aid towards meeting organizational goals (Schneider, 2019) and aid in applying learning to the workplace (Stephen et al, 2017). Ultimately, findings from case studies who use experimental learning (which can be through formats such as AI and VR) seem to have positive implications on those who take part with them seeming to be able to be able to problem solve more effectively as a result and view situations from a more varied perspective (Pereira Christopoulos et al, 2016). For GDH it may be more beneficial for them to take into consideration using alternative methods to face-to-face learning by using an experimental learning approach when engaging management with training on wellbeing and having difficult conversations. 
[bookmark: _Toc72240072]4.1 Recommendations 

The following recommendations will be based on an action plan for a learning intervention for GDH which can be found in Appendix.1.2. 
[bookmark: _Toc72240073]4.1.1 Training for Line Management
An importance to provide line managers with efficient support and training has emerged from the findings as many feel they do not have the correct skill set to manage people (Clarke, 2021). For GDH it is particularly important for managers to be able to provide wellbeing support for employees as we are spread over 9 sites, HR cannot be present at all times and it would be helpful if managers felt comfortable to approach these situations. Interpersonal skills are also seen as a key stepping stone for managers to develop their careers (Laud et al, 2016), which supports the notion that training in wellbeing and having difficult conversations would not only benefit GDH but the managers themselves. If management see the positives such as potential career progression through skill development, they may begin to care about this development so they take it in effectively, which would support the Affective Context Model (Shackleton-Jones, 2019). Bearing in mind GDH previously had no facilities for L&D other than the basic statutory health and safety training modern methods such as AI, gamification and VR may not be seen as practical to implement at present. Face-to-face training with that combines experimental learning would be more practical for GDH as an introduction to making L&D a priority within the organization. Experimental learning would be useful when learning about how to take care of employee wellbeing and how to manage difficult conversations as it would allow the managers to become more intuitive with problem solving (Pereira Christopoulos et al, 2016). With it being difficult for managers to free up time for training this would need to be managed by splitting into two training days within the next 6 months, so business will not be completely interrupted. The training would be for line managers at this stage and would be centered mostly around employee wellbeing and having difficult conversations, this would be incorporated with exercises where they can put what they learn into practice with acting out scenarios and aiding each other in working out the best approach. This can be evaluated on the day with line management, in their annual appraisals and can also be evaluated in the long term through a decrease in sick days being taken from issues with mental health, a drop in employee attrition and positive feedback through employee appraisals. 
[bookmark: _Toc72240074]4.1.2 Working Towards Retaining Employees and Improving Employee Wellbeing 
The main purpose of the recommended learning intervention was to work towards retaining our skilled workforce and to create a positive working environment with a focus on employee wellbeing. Training for line management is one aspect of working towards this goal but steps towards providing employees with the chance to develop with us as an organization. This can be done through providing our employees with the chance to conduct a learning needs analysis, give them effective support in reaching their goals and supplying them with the resources to improve on their existing skills. With the growth of GDH this will be more justifiable in terms of costs with outside investment coming in, with the trends in L&D moving more towards high tech equipment we should aim to adapt with these changes and hopefully in future invest in forms of VR, AI or gamification for L&D to help improve on engagement (Schneider, 2019). 
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	P – Political
Suspension of the Oxford/AstraZenaca jab in many European countries raises a concern of a third wave of Coronavirus throughout Europe (Kaidan, 2021). 
Supply issues of the Covid-19 vaccine within the UK is said to not affect the roadmap out of the lockdown set by Boris Johnson (Sparrow, 2021). 
Furlough Scheme extended to September 2021. (BBC, 2021). 
	E - Economic-
Brexit highlights the importance of retaining talent and maintaining skills as recruitment becomes more competitive (CIPD, 2017). 
Construction saw the biggest fall in GDP out of any sector at the start of 2020 but it also had the best recovery of all of the sectors as by the end of 2020 it was almost back to where it had started the year before (Stone Specialist, 2021). 
UK economy shrank by 9.9% in 2020, the biggest shrink since 1709 (Elliott, 2021). 


	S – Social
Managers are in need of training surrounding ‘human skills’ such as communication and coaching, as a survey finds 36% of managers feel they do not have the skills to thrive (Clarke, 2021). 
Increase in stress levels and mental health issues as a result of the Covid-19 pandemic (CDC, 2021). 
Environmental activism has risen over the years and is set to continue to rise over the years (Gaston, 2020).
70 Million work days are lost each year due to issues with mental health (Mental Health Foundation, no date). 
	T – Technological
Creation of learning apps and programs provides organization with the chance to give their employees the chance to learn and develop remotely within their own time which helps to maximize workforce productivity (Rolfe, no date).  
Technology is providing more opportunity for employees to work from home. Many millennials look for this flexibility when looking for jobs and some priorities it over salary (Blitchok, 2021).  
Technology appears to have a close link to the increase in issues surrounding mental health, particularly in young people (Haidt and Allen, 2020). 


	L – Legal
There is potential for the UK to change some aspects of employment law within the UK after Brexit, however, at the moment this looks unlikely as the UK would want to maintain a good relationship with the EU and mirroring their laws would help towards this (Lappin, 2021). 
Claims being made to employment tribunals saw an increase throughout the first lockdown of the Coronavirus pandemic (Owen, 2020). 
Changes in employment law such as extension to redundancy protections to prevent pregnancy/maternity discrimination and allowing parents to take extended leave for neonatal care (Sunderland, 2020). 
Uber employment tribunal ruling found that their drivers should be classed as workers which will result in many workers claiming for backpay (Churchill, 2021). 

	E – Environmental 
Quarrying operations result in higher rates of local pollution and strong links in aiding towards the issues surrounding climate change (Sandberg and Sharma-Wallace, 2013). 
Half of key workers have been forced to blow the whistle on employers surrounding their working environments during Covid-19 (Howlett, 2020).
Building demands cause a shortage in cement supplies (Lynch, 2021). 
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	Problem Statement 
	Actions that can address the problem

	How will you implement the identified action?
	What will success look like? 

	Identified Skill Gap Surrounding Well Being and Having Difficult Conversations 

	· Training for line management within the next 6 months within our Narberth office across 2 days to reduce the impact on the running of the business
· External training being administered at Narberth Office for the core knowledge on wellbeing and managing difficult situations, following this an activity to link the new knowledge to workplace situations
· More regular appraisals/meetings with management and learning needs analysis to help identify these skill gaps sooner 
	· Experimental learning applied to face-t0-face training due to more modern trends such as VR and AI not being practical for GDH currently
· Trying to use the affective context model to attempt for management to care about training and the wellbeing of their workers
· Get an external organization with a focus on mental health and employee wellbeing to lead the training for line management, such as a course similar to British Red Cross focusing on leading a resilient team (British Red Cross, no date)
· After the information on the subject has been administered, we can take it on ourselves to conduct small workshops for line managers to re-enact scenarios that could arise in the workplace regarding employee wellbeing and handling difficult conversations
· Basing the potential costs on the wellbeing course provided by Diverse Minds (no date), employers can have a half day with up to 30 participants would be £1250.00 plus VAT. With the need for us to split the training over 2 days to continue to run as usual this would most likely cost us £2,500 plus any additional costs of time from management and expenses of their travel etc. 
	· Whether we see a decrease in the rates of attrition within 12 months after the completion of the course. 
· Whether we see a decrease in cases of sick leave due to issues with mental health.
· Positive feedback regarding the working environment and support from us as an employer when appraisals are conducted. 
· A more motivated workforce to aid in us pushing for growth and to be able to retain the high skilled workers that we have.  
· Receiving positive feedback from line management that they feel more comfortable with approaching these situations more independently. 

	Issues with retaining employees and wellbeing 

	· Look to create a more positive working environment that supports employees, especially in terms of looking after their wellbeing with immediate effect after the training takes place and beforehand
· Providing employees with the chance to progress and aid them with the correct resources they need to reach their desired goals with immediate effect 
	· Having more regular check ins with management and HR functions where possible to allow for any issues within the workplace to be discussed and to promote employees coming forward with any wellbeing issues.
· Promoting a learning culture throughout the organization through making employees aware of the resources available to them, such as a learning needs analysis, courses we can have funded through government schemes and potential career growth that we can provide. 
· Look to gain feedback from employees on what they feel they may be lacking from GDH as an employer through mediums such as surveys based on the Good Work Index (CIPD, 2020), this will hopefully be administered within the next 12 months. 
	· When we can see that we have managed to create a culture where employees feel comfortable to address issues within the working environment or regarding their wellbeing. Again, this could be measured through a reduce in sickness due to mental health issues and retainment.
· We see more interest in career progression and training available to our employees.
· When the surveys come into the workplace, we see more positive feedback coming back to us as the months go on, as we can view any trends and work towards resolving any persistent issues. 

	L&D not being a priority at GDH and spending for training being limited 

	· Costs need to be justified to investors and senior management; HR need to be able to show that L&D being implemented creates value in the long term for GDH (longer term goal, will be able to show value created after implementation of training)
· A budget per year should be set aside purely for training/development and be utilized based on the business needs/skill gaps identified (long term goal which can be justified after we show the value has been created) 
	· Through implementation of training within the next 12 months, we can begin to create value in the long term through evaluation.
· When we can show that we are cutting costs through aspects such as retainment of employees which reduces the yearly costs of recruitment/training or through costs saved through a reduce in absence. 
	· Investors and senior management being on board with creating regular training opportunities to aid in skill and career development within GDH. 
· More money being invested in L&D within GDH over the next 2-3 years. 
· Potentially that senior managers are more open to spending money on higher tech options for L&D such as VR or gamification to aid in improving engagement (Scheneider, 2019), as stated by Brassey et al (2019) this can aid with improved motivation and retainment. 
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Exhibit 1

Respondents expect to see skill gaps as market and technology trends alter
organizations’ talent needs.

When skill gaps are expected to occur within organizations, % of respondents’
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