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 Why learning and development activities are of benefit to individuals and organisations. (AC 6.1) 

Learning and Development Factsheet for Managers

The CIPD Profession Map defines learning and development (L&D) as a means of ensuring that employees have the experience, knowledge and skills to ‘fulfil’ both the individuals and organisations goals (CIPD, 2023). It is now becoming more and more recognised that learning and development activities are ‘critical’ to organisational and individual performance (Garavan et al., 2019). This is due to the countless benefits that L&D activities such as development programmes, training courses and online learning can bring to both parties. For the individuals; they will feel more valued, appreciated and satisfied, it gives them opportunities to expand and grow their knowledge, all of which will in turn boost employee productivity, creativity and moral (Forbes, 2021). Secondly, LinkedIn (2020) writes that the organisational benefits include improved retention and performance, it can also facilitate new ways of working and provide a faster response to changing business conditions. Furthermore customer loyalty will improve and the attractiveness of the organisation will also increase as reports show that millennials see L&D as the most significant benefit they consider when choosing which organisation to work for (Waite et al. 2021, pp. 208). This is important as, by 2025, millennials are set to make up 50% of the workforce. Another study presented that 94% of employers would stay at an organisation for longer if their career development was invested in (HR News, 2021). Therefore it is vital that an organisation caters to this and is able to provide effective learning and development opportunities. 


Different types of learning needs and reasons why they arise for individuals and organisations. (AC 6.2)

How, in the design and delivery of learning and development initiatives, individual requirements and preferences must be accommodated. (AC 6.4)

Regardless of which approach is chosen to address learning needs, Malcolm Knowles’ ‘Theory of Andragogy’ (adult learning) emphasises that it will only be effective and engaging if the organisation is able to accommodate to individual learning requirements and preferences, as not all learners will find the same things relevant nor will they have the same motivations (Waite et al. 2021, pp. 222). The HR Daily Advisor article on L&D (2021) agrees with this as they write that the most effective delivery of L&D would be to provide diverse and varied learning environments where learners can learn in their preferred style but also have the opportunity to develop in other styles. For example, a group training session may go ahead, but the organisation can then provide follow up links to a variety of different materials, such as written documents for readers and flow charts for visual learners. It is also important that organisations are aware that some learning preferences and requirements can also be determined by culture and practise; certain cultures may have specific ways of learning such as story-telling as a way of demonstrating concepts (Shier, 2020). Finally, by adhering to ethical codes such as the CIPD Code of Professional Conduct (CIPD, 2023), organisations can ensure that individual requirements are met by treating learners respectfully and fairly, supporting their emotional well-being, physical safety and legal rights. This can be done by establishing ground rules and model behaviour in sessions (Waite et al. 2021, pp. 224).  

Once the organisation has identified the learning needs, the options for addressing these needs must be considered. For example, some learning and development approaches to be used include facilitation, training, coaching and mentoring. When looking at Facilitation, this is considered to be a more hands off approach, carried out online or in person, where the participants are given the content to learn and ask questions about, whilst the trainer simply encourages and guides the discussion and provides suggestions (ATD, no date). Facilitation techniques can be used to make group activities or training workshops more productive, with the benefits being that every team member feels involved, group dynamic and working relationships are improved and team morale is boosted (Indeed Career Guide, 2022). When looking at Training, this is more instructor-led and is more content-based, designed to transfer and develop knowledge and skills from one person to another (CIPD, 2022). This approach is usually easier to organise, can be tailored to the needs of the organisation and if done off-the job, can bring new ideas into the workplace (BBC Bitesize, no date). Finally when looking at Coaching and Mentoring, these are based on one-to-one discussions and are often done together. Coaching helps participants to learn, rather than teaching them and mentoring is more of a relationship where one person acts as a support and guide for the other (Waite et al. 2021, pp. 216). Coaching and mentoring can increase employee engagement, create a positive work environment and improve employee performance (Indeed, 2023). Overall it is important that a blend of approaches are used in order to cater to the variety of different learning styles and needs that there may be.

Different face-to-face and blended learning and development approaches, including: facilitation, training, coaching, and mentoring. (AC 6.3) 

Addressing learning and development needs is an important function that will help the organisation to develop the knowledge, competencies and skills of the organisation itself and the employees (Indeed, 2023), a learning need will exist when there is a gap between ‘what someone wants, needs or is required to do, and what they actually can do’, it is essential that learning needs are carefully established before the organisation tries to resolve them (Waite et al. 2021, pp. 209). The different types of learning needs include ‘knowledge-based’ learning needs; where the individual may require training on IT systems or needs to know more about the organisations goals and work objectives. Another may be an ‘attitudinal/ behavioural’ learning need such as lack of motivation or anxiety. However, shortfalls in performance may also be present due to ‘ineffective organisational systems’ such as poor equipment and resources and also poor work management (Waite et al. 2021, pp. 210). The biggest drivers of these learning needs are the changes happening in both internal and external environments, an example of this being a report presenting that 32% of jobs are likely to have significant changes as a result of automation. Learning needs can arise from a number of external changes, as shown in the PESTLE analysis, these can be political, economic, social, technological, legal, environmental and ethical factors; for example government intervention or changes in legislation can become factors. Internal changes can include changes to the organisations processes such as the products or services used, reorganisation of the structure or changes to internal policies (CIPD, 2014). 


[bookmark: _GoBack]Evaluation methods are essential for measuring the impact and effectiveness of learning and development programmes, Waite et al. (2021) defines evaluation as ‘judging the value or worth of something’; it is an essential stage of the learning and development process. One of the most recognised and widely used models to do this is Kirkpatricks Four Levels of Evaluation Model, the four levels include Reaction, Learning, Behaviour and Results. These can be evaluated by using surveys, knowledge tests or general feedback from line managers to gain both qualitative and quantitative data and should be done some time after the learning session (Waite et al. 2021, pp. 227). This model will help to identify the strengths and weaknesses of the L&D delivery and is a great way of assessing the effectiveness of the training from various perspectives. Some limitations may be that it can be costly, time-consuming and it can be complex to collect and analyse data for all four levels (LinkedIn, 2023). Another model that can be used is ‘Weinbauer-Heidel’s 12 Levers of Transfer Effectiveness’ used to measure the likelihood of learners applying the learning to their work (CIPD, 2022). This is an important model as statistics suggest that less than 20% of training is actually applied back into the workplace and so learning transfer must become one of the top priorities for L&D teams (Matthews, 2022). The model overall emphasises that a variety of people, such as the facilitator, the manager, the trainee and many others need to be involved in the learning transfer activities, otherwise learning transfer will not occur. 

Two methods of evaluating learning and development and its impact (AC 6.5).
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