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1.0 Executive summary
This report identifies a learning need that has come to the fore within the author’s organisation due to changes in the external environment.
The author has undertaken critical evaluation of several contemporary methods that could be utilised to create a resource that addresses the learning need identified within the organisation.
Th author has made detailed recommendations for the design of a resource that will meet the expected needs. These recommendations have been done on the basis that the relevant skills to create the resource can be found in the organisation. If it is found that the relevant skill set is not within the organisation nor can the required skills be developed, then the recommendations would need to be reviewed. The recommendations have been drawn in part to progress and future-proof the organisation’s L&D strategy.
An action plan has also been created followed by information for the proposed evaluation of the resource.
Although numerous sources have been read and consulted for the contents of this report, it is the author’s subjective view that has informed the conclusion and recommendation The author has the following detailed recommendations for the design of a learning resource that will meet the identified needs:
The author had noted the following recommendations: 
· Create a gamification learning resource to meet the identified needs.
· Identify if the skills are in-house in order to create the resource or whether it will need to be subcontracted.
· Empathetic engagement and definition will be required with the Managers and with employees to gather what they would need from the resource and evaluate it to see if it has any impact on the proposal.
· Recommend that a prototype is created. Given the constraints that may occur with developing the resource from an IT point of view, a prototype could be developed in another format in order to test that the proposed course content was meeting the needs identified.
No appendices have been noted as the author has put them in the body of the report.
Word count limit has prevented a thorough analysis of the topic.
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3.0 Introduction
Learning and Development (L&D) aim to help people be the best that they can. One part of this is preparing relevant, useful and challenging resources for learners to utilise to reach their potential.
This report identifies a learning need that has become apparent within the organisation due to external factors and provides an evaluation on those factors. A critical evaluation of the contemporary methods that could be utilised to address the need follows. 
Recommendations are made on how the resource identified will meet the needs of the organisation.
The organisation that the author is employed by is Ceredigion County Council who provide leadership on a local level to the people of Ceredigion along with the local Services that are provided, both statutory and voluntarily i.e., Leisure Centres.  WLGA (2022).
Section provides the Pestle and the evaluation of the factors. The main body of the report including the critical evaluation of the contemporary methods can be found in 5.0 through to 5.7 Conclusions are given in section 6 before recommendations are set out in 7.0 and an Action plan in 7.1.
A description of how the resource will be evaluated along with the reasons why are provided in Section 7.2

[bookmark: _Hlk109401748]4.0 Table 1 – PESTLE
A PESTLE is a snapshot in time Farnham (2010) of external factors that may have an impact on an organisation’s decisions which allows the organisation to prepare for any threats. CIPD, (2021).
After utilising a PESTLE to analyse the external environment a list of the significant factors that may lead to disruption in the Local Government sector.
Please find a table of the outcomes below followed by pertinent information regarding some of the points raised. 

	PESTLE on changes in the external environment
	External 
	Importance to the Organisation

	Political
	Local Government so linked to which party is in power

Brexit - The decision of the UK Government to leave the EU means that a proportion of EU migrants have gone home instead of going through the settled status.
	Low



Medium

	Economic
	Training Costs – The costs that would be incurred in training individuals to the required standard in creating/delivering new training methods

Funding received from Welsh Government

Cost of living crisis affects the 
	Medium






Medium


High

	Social / Cultural
	COVID – although the pandemic is effectively over the effects will last for a long time. Effects include staff members re-evaluating their careers and deciding to move jobs/retire

Hybrid-working – the numbers working from home or in a hybrid manner in Local Government pre-COVID was negligible
	High








High

	Technological
	Availability of technology – Ceredigion is both rural and has areas of deprivation therefore a lot of people don’t have access to the required levels of technology
	High

	Legal
	Changes to legislation – e.g., upcoming changes to Social Care registrations means higher workload for the L&D team to ensure that all staff are 

Wellbeing of Future Generations Act – our compliance with this legislation is reviewed every time a new cabinet is elected. 
	Medium






Low

	Environmental
	Tight labour Market – this has been compounded by Brexit, COVID, and migration of local young people to cities such as Cardiff for work
 
Recruiting under-skilled staff – due to challenges in recruiting 

Welsh language provision & measures – in order to adhere to these, the Council must be able to provide a Welsh language service provision. In order to do so, we need staff with the linguistic skills for the work. The resource will also need to be translated.
	High






High



High



[bookmark: _Hlk109401776]4.1 Evaluation of the PESTLE
The challenge of working in the Local Government sector is that the policies and plan of work is linked to whichever party had the majority in the last local elections. Councils have Statutory duties and spending requirements, WLGA (2022), however each time Elections are held there could be changes in the provisions or how they are financed. 
Brexit continues to bring about challenges, mostly from the gaps left in employment. This coupled with a tight labour market compounded by several factors including migration with the 2021 census showing that Ceredigion has seen a 28% drop in the number of 15 to 19-year-olds (ONS 2022 as reported by BBC, (2022)).
The cost-of-living crisis affects individual, businesses and organisations alike. Increases in the costs of electricity, gas etc affects Local Government due to the need for the to pay for heating on the buildings that they own that remain open i.e., Care homes, Leisure centres, Schools. 
Local Government’s funding is dependent on central Government and although there was a small percentage increase in the funds received in 2022-2023 (Welsh government (2022)), the cost implications of COVID meant there were very little financial gains for Local Government, if any in truth. 
The rise of hybrid working which was in the first point enforced due to COVID but the ONS (2022) report that “more than 8 in 10 workers who had to work from home during the coronavirus pandemic said they planned to hybrid work.” This sees a significant shift that is reflected in the Local Government sector. 
The poll of 500 HR directors and heads of learning and development, conducted by LHH, found 53 per cent believed managing teams remotely was a different skill set to doing so in person, with 54 per cent arguing that all managers needed training on how to do this. Urquhart, J. (2022)
The challenge therefore is to create a learning resource that will enable staff to effectively manage hybrid workers. Not all Local Government staff will be able to work in a hybrid manner, therefore training on the resource does not need to be rolled out across the Council, only to Managers who have hybrid-working staff. 
5.0 Critical evaluation of contemporary methods
By reviewing and critically evaluating some of the contemporary methods, the author hopes to gain information and a direction on the creation of a learning resource to address the disrupting factor or at the very least, be notified of the methods not to choose.
[bookmark: _Hlk109401889]5.1 Social learning
[bookmark: _Hlk109375264]CIPD (2021a) defines social learning as “Online collaboration tools enable employees to learn from each other through sharing material. Social media platforms support the development of online communities of practice where shared ideas support learning and practice.” The popularity of this is unparalleled due to many of the platforms available to utilise being free and ones that most of us would use daily outside of the workplace. (Top tools for learning, 2021). However, we should be careful not to jump aboard the ship just because there is familiarity and relatively low costs involved. The platforms noted need to be capable of delivering the content that is required at the point of need. 
‘Such efforts go beyond merely applying existing technology solutions to offer virtual classrooms. Rather, they represent a more fundamental rethinking of the learning experience to enable collaborative, interactive social-learning experiences for groups of learners’ (Kshirsagar et al 2020 cited in CIPD. (2021b)).

The fact that social learning enables anyone to create and share learning content CIPD (2021a) could mean that those attending courses could provide feedback directly on to the course as part of any evaluation. Stewart and Cureton (2014) point out that care should be taken on social learning sites as with the flexibility comes the risk of inappropriate use by attendees. 
However, the author should be careful not to jump aboard the ship just because there is familiarity and relatively low costs involved. The platforms noted need to be capable of delivering the content that is required at the point of need otherwise the brief won’t be answered.

[bookmark: _Hlk109401913]5.2 Massive open online courses (MOOCs)
MOOCs are free-open access courses available to anyone. They’re available in business or language skills as well as a vast range of other topics which can be good at getting adults back into the habit of learning. CIPD (2021a) They would be a good option to be able to provide point of need training for individuals which has been shown to be the most cost-effective. Shackleton-Jones, (2019, p109). 
CIPD. (2021b) states that MOOCs can magnify the problem of the content being too generic and not directly applicable nor sufficiently tailored and curated to suit the learner. The question has been raised regarding how high the completion rates of MOOCs are, and it is believed to be less than 10% in some instances which is low. (Jordan, 2014 cited in Banks and Meinert 2016).
In my opinion, the risk of having such low completion rates would be detrimental to the training as the necessity is so high.  Also, even if the cost of MOOCs is relatively cheap per employee compared with gamification for example, if the uptake on gamification is much higher then it may just become the more worthwhile of the two.
5.3 Neuroscience
Insights from neuroscience can be applied to both which learning method is selected, and how the learning is designed to enable it to stick according to CIPD (2021a). Neuroscience could be applied hand in hand with the chosen method in order to improve the design and therefore the output of the training. This in turn should have a positive effect on the learner’s experience. 
[bookmark: _Hlk109402035]5.4 Gamification
Gamification is an approach where elements and principles of gaming are used to create a more effective and engaging learning experience Deloitte, (2018).
Ryan Jenkins (2020) believes that gamification is a sure-fire way of engaging Generation Z if it’s applied to the Learning and Development process. He recommends that any gamification offer options to the trainee i.e., challenges set in different places, provide hints if the trainee has hit a roadblock and most importantly endure that there is a progress bar. Having a contemporary training method that appeals and engages Generation Z is great however it raises the question, will other generations be as engaged as Generation Z?  Baer (2021) believes so, stating that “gamification within employee training programs can boost engagement and productivity for all ages”. He goes on to quote that “According to an AARP survey, 44% of Americans aged 60 to 69 reported that they enjoy playing games, and 47% of adults aged 50 and over reported playing some sort of game once a day and up to five hours per week.” These are higher than expected figures however, I think that we must proceed with caution as there are no figures for the U.K. and specifically Wales.
Raftopoulous (2018) cites the elephant in the room when discussing gamification which is the cost to produce/ train individuals to be able to create or if the training is outsourced whether it can be integrated with legacy systems. 
The one concern the author has is whether the organisation would hold the required expertise to be able to create the resource in-house or whether we would be required to look at sub-contracting creating the resource out to a company or buying in the product readymade. Both of those options would have cost implications that the organisation would not be able to support long term.
[bookmark: _Hlk109402060]5.5 Virtual Reality
[bookmark: _Hlk109384954]According to Deloitte (2018) Virtual Reality can “provide effective training in a safe, cost-effective environment”. Cassidy et al (2021) chairs interesting discussions regarding Virtual Reality (VR) and the need to get the course content correct and not merely utilising VR for the sake of it. 
As designs and methods of using the VR headsets have improved and become more accessible, Cassidy et al (2021) move on to say that there continues to be a bit of delay with the embracing of VR due to the reserved, traditional stance of some L&D practitioners.
As with all manner of things, when items become more mainstream their cost reduces CIPD (2021). However, Deloitte (2018), argue that VR is cost-effective when taking into consideration it’s application in some scenarios like pilot training. It seems to be a high risk – high reward strategy which may not fit comfortably in the world of Local Governments, or is that the author applying thinking in silos as highlighted earlier by Cassidy et al, (2021)?
To minimise costs, perhaps only a handful of headsets would be purchased, and by the time that all Managers that need the training have managed to get a headset and complete the training, one of their members of staff may have left the organisation because they didn’t feel fully supported by said Manager. 
[bookmark: _Hlk109402141]5.6 Design considerations
The PESTLE may have provided the author with a direction to follow, but there should be consideration given to Design thinking when designing the resource. Shackleton-Jones, N (2019) pp. 180 outlines his plan for 5Di -Define – that concentration is put on the outcome rather than the learning, Discover – that concerns regarding the tasks are treated with respect and that thy are a driving factor behind where to go, Design – much as has been done here, new skills and capabilities may need to be developed in order to create the resource that is needed, 
Develop – that the work is broken in to chunks and that they all work on creating a Minimal Viable Product, Deploy – point of need, accessible content is created that is shared as soon as possible with learners so hat it can begin being utilised and
Iterate – constant evaluation and improvement of the resource.
5.7 Barriers to learning
CIPD. (2021) mentions the barriers and challenges of moving to moving to a comprehensive online platform in terms of training would be the need for investment in the technology infrastructure. An example would be that where the author lives, there is currently 3G and 4G networks access. Rollouts always prioritise the more affluent and populated areas first. All staff members who will need to access the training will however be working for the council and will have access to a laptop and can work remotely as they have been doing so for the past two years.
Low-income and unemployed people should be prioritised to enable wider access to digital devices to support digital learning, in addition to ensuring all individuals have access to the acquisition of adequate digital skills to engage in digital learning. CIPD. (2021b).
One of the main barriers to learning that is highlighted within the organisation is the high workloads that individuals have which means that they are unable to give the dedicated time for learning and developing themselves as individuals. 
[bookmark: _Hlk109402175]6.0 Conclusion
Although there are numerous avenues available, the author believes that if you are to future-proof Learning and Development within an organisation and that cost is not a barrier then gamification and virtual reality may be the way forward, with gamification being the model I would choose for this resource. 
Gamification would allow the organisation to “create a game that can be used effectively to help learners apply their learning on the job through real-life situations in a controlled environment.” Pandey, (2017).
This recommendation is made on the proviso that the IT department would have the skills to create the resource with input from the L&D team on the theory and learning out comes that they would wish to see from the resource. 
[bookmark: _Hlk109402199]7.0 Recommendations
[bookmark: _Hlk109412439]The author has the following detailed recommendations for the design of a learning resource that will meet the identified needs:
Create a gamification learning resource to meet the identified needs.
Identify if the skills are in-house in order to create the resource or whether it will need to be subcontracted.
Empathetic engagement and definition will be required with the Managers and with employees to gather what they would need from the resource and evaluate it to see if it has any impact on the proposal.
Recommend that a prototype is created. Given the constraints that may occur with developing the resource from an IT point of view, a prototype could be developed in another format in order to test that the proposed course content was meeting the needs identified.

[bookmark: _Hlk109402233]7.1 Table 2 - Action Plan
	Who?
	The IT department along with representatives of the L&D team will work together on the content of the training. L&D will create the theory and information that will need to be transferred in the resource, whilst IT develop the software and resource. Collaboration may be required for the scenarios/locations that are noted in the training.

	What?
	[bookmark: _Hlk109408819]Create a game that can be used effectively to help learners apply their learning on the job through real-life situations in a controlled environment. Reference

	When?
	As soon as is practicably possible. Following the 5di principles, there will be a prototype resource created and piloted with a group of Managers. Evaluation will be taken directly after the training and in a fortnight’s time following completion to see if the behaviours learnt in the training are embedding into day-to-day practice.

	Where?
	When the resource is complete it will be added to the training suite of the organisation’s Manager’s Programme which will ensure that all new Managers who start with the organisation receive the training. All Managers who are already in post within the organisation will receive a link to complete the training as a matter of urgency to ensure that they are competent in managing hybrid staff.

	How?
	Employees will be given allocated time to complete the training resource as it is a high priority 

	How much?
	If IT have the relevant skills, the main cost is going to be time and any required licences. A scoping exercise will be required to ensue that the resource will be compliant with 



[bookmark: _Hlk109402269]7.2 Evaluation
There is a real need to evaluate training interventions according to Stewart and Cureton, (2014). It is intrinsic to making sure that organisations’ learning and development programmes are effective is CIPD, (2021a)’s view.
There are numerous factors that can have an impact on an individual’s ability to learn ranging from their motivation to the delivery method of the resource as outlined in the Learning Transfer Systems Inventory (LTSI) by Holton et al (Dare, 2016). One drawback to the LTSI is that it contains over 100 questions which is not conducive to receiving many completed evaluations one would suspect.
Given the need for immediate point of need requirement on this resource, to have an evaluation that evaluates the immediate feedback and measures longer term effects of the training would be beneficial. Stewart and Cureton (2014) recommend the works of both Hamblin (1974) and Kirkpatrick (1979) for this.
Kirkpatrick’s model is probably one of the most utilised, however questions have been raised regarding its limitations. Thalheimer (2018) has noted 10 limitations that he views in Kirkpatrick’s model. The Learning-Transfer Evaluation Model (LTEM) goes on to outline 8 levels of evaluation that can be utilised, starting with topics that Thalheimer believes are limited, if not a plain bad idea in evaluating learning.
Attendance on the course would be mandatory for Managers therefore the author agrees with Thalmeier and does not see any benefit in measuring attendance for evaluation purpose. The author is drawn to the utilisation of Levels 5, 6, 7 and 8 of the LTEM as a basis of evaluating the learning resource as it will provide the organisation with both the instant feedback and benefit of along with a longer-term measurement of the benefit of the training resource.
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