How has Equitable Life Assurance adapted their organisation to satisfy their need for training and development?
Members of Equitable Life Assurance Society(ELA) are not shareholder, rather they are members. Also would like to mention that they are a not a PLC (public limited company) unlike like many others financial bodies, in this sector. This reinforces the company’s mantra of the customer being the main focus. PLC ‘s has a lot of pressures from shareholders to meet profitable margins so usually there is a breakdown between managing directors and shareholders. This ensures from the top to bottom, everybody is provided with adequate level of training regardless what position they are.
ELA focused on recruiting highly abled customer service individuals, this is important because the businesses focus on customers is central. Also, these chosen employees are trusted and empowered to tailor the product range to the policyholder in a proficient manner. Induction and the selection process usually is part of training and development too.
ELA has adapted the organisation by providing continually training, whether it be, on the job or off the job training. In order to deliver array of training and development, the organisation has introduced new IT systems, and undergone organisational changes.  These systems reflect the type employee which they try to retain through training and development.
Based on the company success and revenue, its proves that ELA approach and training and development is being satisfied.
   
What does their training and development currently look like?

New employees
-On the job training
Tends to be in house training, also a mentor would be allocated to new employees, that will have to mirror and coach until key principles and strategies are learnt. Ingraining the new employee with the idea of modification of behaviour through experience.
 All employees have a different approach to fulfil tasks, which is encouraged within the society. Innovation and changes are combatted with this type of approach, as knowledge workers analyse and share data between peers continually evolving the workforce.

-Off the job training- 
Usually taking away from the job to provide training sometimes using specialists to deliver it.  
Usually costly to the company yet a good investment. During this “off the job training” no work is being carried out while this type training is delivered.
Up to 8 week off the job training is provided, this is done so the business needs are understood by the employee and also the employee is better able to decide if this is what they wish be a part of.  


Existing employees 
-8 week off the job training
develop new approaches to grow more contented customers. Course begins with, “learning to learn”. Enabling the refresh and acquire new skills and adapt to policyholders needs. As a result all employee demonstrate the same level of skill. Also retain existing employees via continual training and job satisfaction   
Business Trainee Scheme
Important initiative which involves bringing top quality young people into the organisation
Consists of a 8-12 months training and development programme. Get them trained and ready for the next busy period.
Improve management skills of graduates. Having the capacity to exercise academia along with real work situations and bridging the two. 
Consists of a system of attainment targets without specific time limits. This give them flexibility to be creative and being more responsible of their job.   
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