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The efficacy of the learning & development framework
[bookmark: _GoBack]The efficacy of the learning & development framework is significantly determined by the fact that whether the framework is aligned with the organizational strategy and goal. Especially, strategic human resource management refers to the management and integration of various human resources of an enterprise under the framework of its strategic objectives, in order to promote the enterprise to achieve its strategic objectives (Mello, 2014). By analysing the internal and external environment of the enterprise, strategic HRM identifies the problems and challenges in the enterprise's human resource management and forms a strategic human resource management system that matches the enterprise's development strategy (Harrison and Bazzy, 2017). Learning and development, as an important part of strategic human resource management efforts, should have its purpose and content-oriented in the same direction as the company's strategy (Topno, 2012).. As a medical service provider, Nottinghamshire Healthcare NHS Trust has adopted a customer-centric strategy. To be more specific, a customer-centric strategy puts the customer first and puts the business at its core. Companies gain a competitive advantage by improving the quality and efficiency of their customer service. Customer satisfaction is the most important performance appraisal indicator for this type of company. Therefore, companies adopting this development strategy should focus on training specific skills for their staff, emphasise training staff on customer service concepts and customer service skills, and convey customer-oriented values to their staff (Lynton and Pareek, 2011). Thus, it can be argued that there is a seamless alignment between the learning and development framework and the overarching strategy of the organization. This is well-articulated in the five key delivery standards of learning and development schemes of Nottinghamshire Healthcare oriented by customers, including a learning and development team that remains divisionally aligned but also organizationally integrated to share expertise and skills, the training and education provided to service users, the consistently evaluated and reviewed learning and development needs and opportunities, the development of a highly customer responsive team, as well as the extensive supports to maximise service providers’ personal and professional development (Nottinghamshire Healthcare NHS Trust, no date).
The efficacy of the strategy could also be reflected through comparison with others competing in a similar industry. While the learning and development scheme of Nottinghamshire Healthcare NHS Trust is oriented by customers’ demands and expectations, most hospitals in the UK have adopted a different approach to developing talents. Specifically, digital transformation has been the strategic priority of most public hospitals in the UK in learning and development schemes. The implementation of information technology in hospitals is not only a requirement of the higher health administration but also a prerequisite for hospitals to improve the effectiveness of hospital management, and the efficiency of medical work (Marques and Ferreira, 2020). The digital transformation as a primary strategic focus in the learning and development of most hospitals has been accelerated by the fact that increasing information technologies have been integrated into the medical service provision, and technological literacy has been an essential and fundamental skill prerequisite for employees working in the hospitals. Compared to the digital transformation strategies adopted by other similar hospitals such as Ilkeston Community Hospital and Leicester General Hospital, the strategic orientation of Nottinghamshire Healthcare NHS Trust is more inclusive and comprehensive. It admits that digital transformation is one of the primary demands and expectations of contemporary patients, as well as the personal desire of most healthcare staff (to enhance their expertise and accelerate their career), it also takes full consideration of other relevant training needs from the perspective of customers and employees, such as leadership development, recovery education, etc., rather than narrowly focusing on digitalization of medical service provision and the cultivation of digital literacy and capabilities of employees through learning and development. Thus, it can be argued that the learning and development strategy of the Nottinghamshire Healthcare NHS Trust is effective as it places greater attention on the diversified demands and expectations of patients as service receivers. 
Besides the above two aspects discussed above, the efficacy of the learning and development scheme is also specifically reflected in the fact that the effectiveness of medical services providers will be significantly improved. On the one hand, the learning and development framework will greatly enhance the professionalism of clinicians. All 2,400 all-non-registered clinicians across Nottinghamshire Healthcare NHS Trust will receive a national care certificate, as such their capabilities in providing more professional medical services will be enhanced. On the other hand, besides the general training and development contents indiscriminately provided to all employees in the hospital, different learning and development schemes are provided to employees of different positions (Nottinghamshire Healthcare NHS Trust, no date). The effectivenss of the framework is thus reflected in the development of an internal talent pool to support the development. For instance, the learning and development scheme aims to deliver more than 50 new starter apprentices each year into the clinical divisions, establish a pathway of access and development for graduates involved in the Graduate Management Trainee Scheme, and support the medical leadership agenda to support medical consultants, etc. Furthermore, the implementation of the learning and development schemes is monitored and accessed through a trust-wide structure of governance and professional regulation (through the internal Development Leadership Team (L&DLT) and the electronic governance hub, as well as the external governance by the Trust Board) (Nottinghamshire Healthcare NHS Trust, no date).
However, despite the efforts in developing ambitions, objectives, standards, and delivery plans, Nottinghamshire Healthcare NHS Trust did not indicate how the effectiveness of the plan should be measured (such as through some measurable key performance indicators). At the same time, the learning and development plan does not involve any consideration of the cost issues, e.g., how much does the implementation of the plan cost, what is the expected return on the investments, etc. The shortcomings reflected by the lack of cost analysis and clearly-articulated measures of effectiveness have to some extent eroded the effectiveness of the learning and development schemes. 


Reference
Harrison, T. and Bazzy, J.D. (2017) ‘Aligning organizational culture and strategic human resource management’, Journal of Management Development, 36(10), pp. 1260–1269.
Lynton, R.P. and Pareek, U. (2011) Training for development. SAGE publishing India.
Marques, I.C. and Ferreira, J.J. (2020) ‘Digital transformation in the area of health: systematic review of 45 years of evolution’, Health and Technology, 10(3), pp. 575–586.
Mello, J.A. (2014) Strategic human resource management. Cengage Learning.
Nottinghamshire Healthcare NHS Trust (no date) Learning and Development Strategy 2014- 2019.
Topno, H. (2012) ‘Evaluation of training and development: An analysis of various models’, Journal of Business and Management, 5(2), pp. 16–22.

