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There are a myriad of different things that need to be trained by an organisation to their employees for hundreds of reasons. This essay is going to look at some of these, they methods of training used to deliver the training courses, how effective they are, the legislation around the training and how effective it is.
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There are several types of training within an organisation that can be delivered in several different ways. Once the recruitment process has been satisfied and a candidate has been given a start date, their training will begin on that date. Usually with a company or organisation induction. This process is set up so that the new entrants, or trainees can be briefed on certain company policies including, but not limited to, the fire escape procedures and fire exit locations, holiday booking processes and any legal aspects to the job and role they will be performing. The induction would usually take the form of class room based training. Class room based training is one of the five main types of training an organisation can use. This method consists mainly of having an instructor stand in front stand at the front of a class of trainees, in the manner of a school teacher. This method is still effective because it allows a single instructor to cover a large amount of information in a short amount time. As part of the induction training and while still in the class room the instructor may use some case studies which is where the instructor will present a scenario and the students will have study it to work out what the possible out comes will be. Using this method is a great way to generate debate amongst the trainees. Induction instructors like to use this method as it can help break the ice for the trainees since this is usually the first time that they have met.
Once the trainees have been through the induction there is usually a period of new entrant training which should give them all the tools, skills and knowledge to perform their given role. New entrant training is usually majority of class room training, case studies, behaviour modelling. Behaviour modelling is a training technique that uses a shadowing method to teach new entrants the behaviours and skills required by following or sitting with someone who already can do the job and learning their methods first hand. This is a great way to give experience in the role in a reasonably controlled environment. And E-Learning, an online tool for delivering training packages that can be done via reading or watching videos and answering questions to test knowledge. This is a great tool for remote learning that can be very cost effective. 
The emergence of the world wide Covid-19 pandemic and home working has lead to a lot of companies now leaning on technology to deliver training and refresher packages via software like Microsoft Teams and Zoom. Which are both types of online video conferencing software that allows multiple people to be on the same video call. They are also able to share files in the common area of the conference call. This type of training is combining class room led training and E-Learning. 
Other successful training methods, that are used during new entrant are role playing & business games, these are where the trainees will take the roles and act out scenarios. In the role playing the roles are usually that of employee and customer, dealing a typical employee – customer interaction. The business games are where the trainees take on the role of two competing business organisations and compete for the custom of the other trainees who would be acting as their customers. 
These training methods are not limited to new entrant training but are also used for ongoing training, when there is a change to policy or a new process, procedure or system to learn. Most organisations have some sort of ongoing training programs for several reasons including to make sure that their staff are always up to date with everything they need to perform their job role efficiently and to the organisations minimum standards. A side effect of making sure that the employees are able to do their jobs well and with relative ease is increased motivation and loyalty. Ongoing training is not the same thing as development. Ongoing training is established to keep the employee up to date for their current role within the organisation. Development is further training to improve the employees chances of moving up the organisations hierarchy. 
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Further development is usually geared up towards further development of existing employees’ skills. These skills are usually for other roles within the organisation to further the employees career trajectory through promotion. Since the employee already has an understanding of the organisation, it’s clientele the training methods can be a little different. The methods used in the new entrant training are all still valid for further development training with some added elements that work better for people who already have that understanding of how the organisation works. These methods are In-basket training this is where the trainee will handle incoming messages of any kind that would come across a supervisor or managers desk. The trainee would have to prioritise the incoming messages then act upon them. This training method has benefits not only to the trainee, in that they are able to see what the supervisor and/or management roles entail. It is also a good method for the trainees superiors to ascertain how well the trainee will handle the role and how they are likely to react in certain situations. 
The other training used for development is on the job training. This is similar to behaviour modelling, but rather than copy the more experienced staff member the trainee is actually doing the job they’re being trained for with supervision and support from a suitable trainer.
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There is not a single legislation that covers an employers responsibilities when it comes to employee training for their specific job role. The Health and Safety Act of 1974 stipulates that one of the employers general duties to their employees is the provision of information, instruction, training and supervision required for the employee to carry out their job in an efficient, practical and safe manner (legislation.gov.uk, 1974)
While it is an extremely important piece of legislation ensuring that employees should be able to show previous training or otherwise receive new training to be safe and efficient at their job, it is extremely vague in what training should be undertaken and this means that there is the potential for less scrupulous employers to cut corners resulting in the bare minimum, or even insufficient training being given. 
There are much more detailed legislations surrounding training specific industries and different parts of the United Kingdom. For example, industries that require lifting and/or carrying objects or people have a legislation stating that any employees who are required to do this as part of their job must complete Manual Handling training, this is to ensure that they are able to carry out this part of their job without causing themselves and injury (legislation.gov.uk, 2020)
Most of these industry specific legislations could potentially fall under the Health and Safety at Work act. However that would result in the act being enormous and confusing, hence it has been broken down into the several industry specific sections. There will be and is a lot of overlapping in these sections, such as the Manual Handling training would apply to any industry that required lifting of carrying heavy loads, this would relate to the construction industry where employees would be carrying heavy building materials, it would apply to warehouse workers moving heavy boxes and, possibly surprising it would apply to care home or domiciliary care workers when lifting or manoeuvring patients around. With parts of the Health and Safety at Work Act (1974) relating to multiple industries, these sections are written in a way that will cover the needs and requirements of those different industries, but still working within the remit of the section of the Health and Safety act it relates to. Generally with mandatory training governed by legislation such as Manual Handling the employee has to attend a training session that is designed for the type of manual handling that they are most likely to be encountering during their work. These types of training matters are usually renewed on an annual basis. This is usually done through E-Learning programs.
A subject that hasn’t been covered so far is if the employee wants to further their skills with outside training such as college or university courses. Any employee has the right to undertake further education or training to better their career. If the employee has been at a company for six months or more then they are also entitled to request time off from their job for their studies. The employer is not bound to accept the request and the employee can only request once in any twelve month period. However if the training is relating to the employee’s current role or potential future roles at the same organisation then the request is likely to be accepted on the grounds that it could make the employee more efficient at their job. This is also likely to generate more loyalty and boost the morale of the employee. Similarly if the employee’s new course or qualification is likely to be beneficial to the organisation it is likely there is a chance that they will cover the cost of the course, an example of this would be NVQ and GNVQ’s that are usually studied towards while at work and will directly relate to the job they are doing. All of this is covered in section 40 of the Apprenticeships, Skills, Children and Learning Act 2009. Like the Health and Safety at Work Act previously mentioned this another act that cover multiple area and disciplines so has been broken down into lots of subsections to try and deal with them in a more manageable way. Again this has lead to some sections being broad and covering a lot of loosely linked topics with general terminology being. While other sections, like section 40 being targeted to one area meaning it can use very concise language, leaving little in the way of loopholes. 
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There are several types of training and development methods available to trainers. They can use these methods however they see fit to train the topics that they need to train. Some of these training topics are mandatory and have several legislations linked to them. These legislations do, for the most part cover everything that they are needed to cover when it comes to how these mandatory training sessions should be trained out and what they should cover. There are some slight issues that arise from the general nature of some of sections of the acts that could be open to interpretation. That the Health and Safety at Work has been broken done into so many sections can also lead to confusion, especially when taking into the account the language and terminology that all acts are written.
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