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Link to Video on Google Drive
My part is the “critically analyse the efficacy of the L&D framework on enhancing the effectiveness of people within the organisation.” It is the second part of the PowerPoint.
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To understand the efficacy of GM Motors L&D (learning and development) framework better, it’s important to look at both GM Motors framework as well as other frameworks to see the differences and similarities and see where GM Motors does well or lacks.
GM Motors does well to outline one clear objective of hoping to achieve being the most inclusive company in the world. The company hopes to achieve this through L&D strategies including diverse recruitment, unique application and interview processes, inclusive job descriptions and by having accommodating remote, hybrid and on-site work options (GM Motors, 2021). CIPD (2022) explains that a successful diversity strategy involves implementing steps at every level, such as recruitment, selection, retention, communication, and training. Furthermore, CIPD (2022) states that “openness to diversity widens access to the best talent … inclusion allows engagement with talent effectively … together, this leads to enhanced innovation, creativity, productivity, reputation, engagement and business results”. With GM Motors considering inclusivity as its number one objective and focusing its L&D strategy at every level to meet this objective, it will be very effective at enhancing its employees.
GM Motors also does well to have many tailored programs to benefit its employees. Since the company is focused on electric vehicles (EVs) it has introduced a degreed course dedicated to teaching employees about its electrification strategy, a microsite for learning tools and resources on EVs, plus a Yammer channel for EV conversations and questions (GM Motors, 2021). GM Motors are dedicated to cultivating a healthy learning culture which CIPD (2020) explains is important for enhancing employees and is achieved through unique experiences that encourages employees to learn, adapt and improve.
Unfortunately, aside from this GM Motors framework is very weak, vague and lacks many of the core components to be a good framework. For example, it fails to detail any internal or external factors. Looking at University of Glasgow’s (UoG) L&D framework this is something that is detailed immediately after the strategic objectives (University of Glasgow, 2018). CIPD (2015) explains that identifying internal and external factors is key for maximising business impact and L&D professionals should be considering the dynamic, complex environments always. GM Motors should be considering these factors like UoG has.
One key difference between GM Motors’s framework and UoG’s is that UoG considers multiple stakeholders such as staff and students (University of Glasgow, 2018), whereas GM Motors only considers its employees (GM Motors, 2021). CIPD (2022) explains that whilst only individuals, such as employees, will be learners, that there are multiple stakeholders to be considered in large, people businesses. For example, line managers plus HR and finance managers. CIPD (2022) details that without aligning to all organisational goals there may be a lack in senior stakeholder support, which could ultimately lead to a failed and ineffective L&D plan. GM Motors focus on its employees is good but considering more stakeholders would be better.
However, it should be noted that every industry is different, so the goals of UoG versus the goals of GM Motors can be hugely different but still as successful. Glaveski (2019) explains that some L&D frameworks can be very ineffective when employees are doing the learning for the sake of reward, but this can be avoided by targeting the objectives for the specific organisational goals, which will differ industry to industry. Whilst UoG’s goals are about education and academics, GM Motors goals are going to be focused more administratively.
[bookmark: _Toc133942552]Measures of Success
A key aspect of L&D frameworks is having measures of success. This is often done through KPIs (key performance indicators) which monitor processes and indicate what needs to change (Badawy, et al., 2016). This is especially important in L&D frameworks where there is a need to monitor success of implemented strategies. Unfortunately, GM Motors has no specified measures of success only that it conducts a ‘Workplace of Choice’ survey every two years. Whilst this can be useful for feedback there should be more specific KPIs used. Normally KPIs would be metrics such as ability to retain talent, employee engagement, or leadership quality. UoG (2018) use metrics such as recruitment, staff absence, engagement, and academic promotion. CIPD (2017) explains that specific KPIs for effectiveness versus efficiency can be generated, so efficacy metrics could be new-hire failure rate or percentage of new hires who become high-performers within 12 months. So, GM Motors could use similar KPIs for its specific organisational objectives, such as, diverse new-hire failure rate, retention of diverse employees, or percentage of employees who grasp new elements of EV technology.
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Implementing L&D can come with considerable amount of costs and its important to factor this in when attempting to create a cost-effective L&D framework. Initial costs for L&D range from numerous things such as, curating content, hosting, evaluation tools, venue hiring, accommodation for employees, coaches and mentors, programmes, and digital learning tools (CIPD, 2021). GM Motors will face many of these costs due to the programmes and training that it offers, for example, digital platforms like the microsite for EV information, collaborations with academic institutes, and leader training that will further improve the GM leadership competencies (GM Motors, 2021).
To make L&D frameworks more cost-effective, organisations should be considering leveraging digital technology to reduce costs (CIPD, 2021), tailoring the opportunities for different learning styles to reduce disengagement from employees, linking opportunities to the business strategy to add value, and constantly adapt to the rapidly changing business environment to prevent falling behind (Danzl, 2021). There are many issues organisations could face from poor costing of L&D that reduces the effectiveness of the plan for example, not being able to measure the ROI (return on investment) can cause difficulties when communicating to senior executives the value of L&D frameworks plus lack of budget can lead to poor training (Independent, 2019). GM Motors takes advantage of using digital learning techniques and offers a wide range of programmes to suit various learning styles of employees, however, since GM Motors lacks a clear strategy (GM Motors, 2021), it could fail to recognise better techniques to use to meet organisational goals.
Ultimately, L&D is worth the investment as it helps an organisation meet its goals and to understand current and emerging risks. Utilising a good, cost-effective framework allows the organisation to be prepared, with the right skills, for unprecedented scenarios that arise. Furthermore, it supports employees to be the best they can be and fully enhances their ability to perform well (CIPD, 2020). However, as explained previously, to have an effective L&D framework it’s important to consider the business strategy, stakeholder needs and potential costs. GM Motors does provide an effective strategy utilising appropriate, cost-effective methods but its only pitfall is not having a clear business strategy and not fully considering all stakeholders (GM Motors, 2021).
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