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[bookmark: _Toc102921383]Executive summary
This report outlines the current challenging climate that Brexit and Covid have had on training and development within the NHS. Despite the dramatic impact of declining staffing levels, NHS training and development must keep running despite these challenges. This paper considers how Learning and Development continue to be affected by internal and external factors impacting the NHS. A review of the literature will reveal the key impact Learning and development have on increasing the workforce and also maintaining it to have a positive impact on operational performance. The research demonstrates that Learning and Development across the UK have increased their use of technology to improve workforce engagement during COVID. 
Recommendations are made to support the inclusive use of technology across Training and Development. Informed by the research into effective methods of Learning and Development, to improve engagement in training and performance of the current and future workforce.
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Hywel Dda Health board provides Health and Social care to the population of West Wales. The health board is split across three localities providing challenges in patient care and workforce requirements, due to the mix of urban and rural areas. Hywel Dda’s key deliverables include staff engagement to support recovery from COVID, training, and support to grow our workforce, new leadership training, and a coaching program, Hywel Dda will aim to co-design this with staff to build excellent customer service, and this will re-focus our view on talent management. (Hywel Dda University Health Board, 2022)
Induction and training have changed due to the impact of COVID, this paper outlines the current practice and factors within the NHS and external businesses. This report will critique the current methods used, concluding with a new recommendation for training and learning within my team. It's first necessary to understand the challenges that Hywel Dda faces and the impact on Learning and Development have on the workforce.
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Hywel Dda Health Board has had to undergo massive change in the way it trains its staff due to the impacts of COVID, moving the workforce from office-based to virtual (Home/Hybrid) working, showing that during June 2020 the peak of home working, 49% of people reporting that they had to home work during the first lockdown (Probert, 2022).
Within my team, we have had to change the way we induct and train new and existing staff, this isn’t the only challenge faced. The impact of the following Mega Trends, Globalisation, Mobility, Millennials & Changing Demographics, New Behaviours, and Technology are also driving change within organisations. Millennials and the Changing Demographics and the impact this has on the workforce and business. Millennials will make up over 50% of the workforce by 2020 and 75% of the workforce by 2025, Millennials drive organisational change with technology providing the perfect platform (Morgan, 2016).
To better understand the strategic learning and organisational change needed, an understanding of the external factors was undertaken.
A PESTLE analysis was undertaken to understand the impact of external factors which create the business environment (Appendix 1). The main area I will focus on is Technology and Legal, understanding what resources are available to mitigate the risk of COVID, and social distancing within my team during induction and continuous learning (PESTLE CIPD, 2021). 
The business environment is also impacted by internal factors that need to be taken into account, I have identified the following internal factors within our service (Abukhames, 2015):
Finance, Demand – Due to increased demand is driven by social distancing and the COVID pandemic, the L&D team is faced with a growing demand for induction and support while having to manage with the teams they currently have, this can become frustrating for new starters delaying start dates or completion of certain courses to be able to work within the health board.
Technology, Learning System not suitable – the current system for E-Learning is not suitable and is due to be replaced over the next 4-5 years across the whole of the NHS, the packages are unengaging and time-consuming and they don't always focus on the needs of the individual.
Human Resources, Priority – E-Learning has become a tick box exercise within many teams, there has been a push to include this within yearly PADRs and tie this with pay progression within the NHS to improve uptake.
To identify the strengths, weaknesses, opportunities, and threats, I've completed a SWOT analysis of the challenges mentioned above to identify the internal factors that can influence and mitigate the risks of the external factors (Appendix 2). This allows a self-assessment of the Strengths and Weaknesses present and allows the most important issues to be identified, I will use this to identify the training needs within my team about induction and continuous development (CIPD, 2021).
To understand the need of my team, I have referred to SHACKLETON-JONES (2019, p. 97) he introduces learning design and the need for it to be governed by our concerns and wants, this is known as the affective context model, learning is either responding the person’s concern (Pull) or we are trying to create a new concern (Push). It’s vital then to understand if the training we are going to provide is a Push or Pull and adjust our training plan based on those findings. As a manager, I have seen the use of this within team meetings or training where certain individuals will gravitate towards their favored tasks or skills.
Resource not courses, SHACKLETON-JONES (2019, p. 148) talks about a learning elimination curve, the further a person is away from their training need, the longer and more cost-effective it will be. Ensuring the training need is available as close to the point of need allows a better recall rate. Ensuring this is part of the training need analysis will be key to ensuring training is provided at the right time and if not systems are in place to ensure the training is easily accessible when the need arises.
Learning styles can be broken down into the following theories (CIPD, 2021):
Behaviourism – providing a positive reward or negative punishment after a behavior has taken place
Cognitivism – It provides importance on experience insight through recall, recognition, and other mental skills.
Humanism – Learners develop skills such as listening with empathy, working in groups, and accepting actions for one own action.
Social Learning – Learning takes place through interaction with others
Constructivist – A Learner will use their experience to reflect to reconcile previous knowledge to change what they believe in or reject the new information 
The above learning theories state that each person learns a specific way, but (Coffield, 2013) outlines that learning theories are outdated, this is due to teachers getting further and further away from the research literature as they get further away from their initial training. This is also supported by (Johnson, 2017) that spending more time understanding a learner's entry-level rather than a learning style does seem to have a better output for learning.
(CIPD, 2018) Talk's about self-directed learning and the influence that has on the continuous upskilling of staff, benefits like this need to be weighed between business needs and personal needs. A discussion with Virgin media links into the findings earlier around the Mega Trends as 80% of their learning used to be face to face, with the change of demographics within the workforce they have moved to digital videos or small clips and using analytics to understand how the training is engaged with and review and change as needed. Virgin also engaging with learners, they changed their Videos for their drivers to Podcasts due to issues accessing Videos on the move (CIPD, 2019). Virgin show understanding of the people-centered learning and its importance of engaging with staff even if training has already been rolled out.
To ensure that staff understands the training, a training plan document will need to be completed, this covers ensures that the training meets the requirements identified from a learning needs analysis, it also ensures that the training is:
· In line with the training strategy 
· Is completed within agreed timescales
· It provided in a cost-effective way
· Risks and Issues are managed in an effective way
· Roles and responsibilities are defined and understood
· Communication is carried out ensuring plans are shared in advance of training needing to take place
Involving stakeholders from different levels in the process of development will also help engagement (NHS Digital, 2018). 
The learning needs Analysis will link to our department objective ensuring this new way of working fits both the business and the team. The team is a key part of this process existing staff have provided feedback on their induction and training, along with analytics from our training databases allow for this data to be collected. This data will be sensitive based on the gaps identified within their knowledge. A report will then be generated based on our learning and development plan, performance gaps, and overall learning of the team. (CIPD, 2021).
Ensuring that the manager is clear with the training need and not providing a training want, ensuring that the business requirement is contextualized to staff is vital, being clear about objectives and time, and ensuring need and time are defined (Tomlinson, 2015). 
Learning objectives vs learning outcomes, ensuring that the learning outcomes refer to expectations kept from a trainee at the end of the training, having a test in place to ensure the student had learned what's needed can be a way of identifying what the student has learned. Learning objectives are what the trainee can expect from the trainer at the end of the training (Sudhakar, 2017). Providing a way of assessing the learning at the end of the training is important to understand the learning of the trainee.
Ensuring that this training is now centered on the person and their concerns, ensuring the training is human-centered we not only focus on their training need but what they need as a person. Understanding people's concerns and tasks as a priority with designing resources or experiences being second to the learning solution puts the person at the center of the learning program. SHACKLETON-JONES (2019, p. 196)
The user-centered learning design plan I will use is 5di, it can be broken down as below
Define – Work with the person to define the required learning outcome, ensuring they are accountable for the outcomes and the manager is responsible for the solution.
Discover – Understand their needs, talk to them about why you designing this training for them, and understand their concerns and feelings about this training.
Design – Provide a draft plan, outlining the suggested approaches, note the time and solutions that need to be provided, and get sign-off from the individual or team before sign-off.
Develop – Understanding your strengths and the team's strengths can help here, is there a need for a training plan, video, SharePoint, or guide.
Deploy – This stage is then up to the manager, communication is key before deploying the training or learning to the staff member.
Also part of this process is to ensure that improvement is noted and outcomes are monitored, using data and feedback (Ryan, 2021). 
The top tools for learning were created by Jane Hart in 2007, during 2021 there were a substantial number of new tools nominated within the top 300. Three of the top 10 tools are video hosting or meeting platforms, YouTube, Zoom, and Teams, this is due to the issue raised due to COVID. Zoom and Teams have become number 1 and 2 within the top 150 Workplace tools used, this has shown the move away from the face to face training to virtual training (Hart, 2022)
The move to social media platforms and video sharing platforms allows us to engage with people in a whole different way, we are now able to provide training from anywhere in the world. Engaging and Gamification can add a level to the current trend of social media and video sharing, Gamification is the next step (Sanei, 2017) talks about how gamification is a key part of our childhood, creating games to resolve our boredom. Taking a task of learning and adding a reward without money-fiction to the end of it. Gamification provides competition and goal tracking, taking game mechanics and adding them to something serious is the basis. 
Examples in learning can include (True Education Partnerships, 2022):
· Giving points for meeting academic objectives
· Giving points for meeting procedural/non-academic objectives
· Creating playful barriers
· Creating competition within the classroom
· Comparing and reflecting on the personalised performance
· Using Levels, Checkpoints, and other methods of progression
· Giving learning badges instead of points and grades
· Helping students assume specific perspectives in learning
Humans live through gamification, humans are naturally creative and gamification plays on this, fluid intelligence and creativity work together to provide a learning platform and provide pleasure to the learner (Zicherman, 2014). Learner engagement through these gamification theories allows for a more engaged learner.
Working alongside technology and automation rather than fighting the trend, understanding what part of your job you can automate to become more human and add value to your work elsewhere. Using technology like Teams/Zoom or video platforms like YouTube to make learning easier and accessible to learners (Pradhan, 2018).
Understanding the learning methods within the workplace, ensuring that all methods are reviewed before moving ahead with a learning plan. These can include:
· On-the-Job Training – Trainees can practice their new knowledge on the job
· Learning ‘in the flow’ of work – resources are available at the point of need
· In-House Development – Blending development and on the job training with coaching and mentoring
· Coaching and Mentoring – one-to-one discussions to enhance individual skill
· Job Rotation, Project Work, Secondment, or Shadowing – Learning from experience 
Focusing on coaching and mentoring and in-house development could lead to improvements within our current induction program (Hayden, 2021).

Coaching and Mentoring could be a way of improving our Induction process, providing one-to-one conversations with someone in the team who is experienced and competent to enhance a new starter's skills, knowledge, and work performance. Coaching focuses on improving performance and development and could be included through induction as a buddy for some time to support a new starter, this could be done virtually based on the technology available (CIPD, 2021).
With every improvement cost and return on investment needs to be tracked. Ensuring your training has been benchmarked to deliver what you need vs the personal (hours) or financial costs. External provisions are easier to understand as they will be costed based on headcount. Internal provisions can be more difficult to cost, especially if using Coaching or in-house development where time and effort are the costs vs finances. It's also worth tracking other metrics like staff retention, and productivity to better understand if there are other areas where a return on investment can be seen (Hayden, 2021). Based on the research a detailed internal provision plan and ROI are needed to understand the impact of cost on any new training provided.
Depending on training needs, formal training might not be the correct way of resolving all training and development, AVON has found that 75% of their training content is user-generated from their sales force, instead of providing learning content with a staff group struggling with home life, work, and other priorities, they rely on their teams posting videos or suggestions that gain traction with comments, likes and shares (Gamification) adding a social dimension to increase engagement. They have found creating a habit of discovering new content has had a 10-fold difference in performance figures over 6 months (Faraghe, 2020). This way of learning has no cost to the business but has a proven track record of engagement and over the 6 months of tracking seems to have a positive effect on performance.
Evaluation criteria are a vital tool to understand the impact L&D has. According to (CIPD, 2021) evaluation can include
· Impact – where L&D can affect performance
· Transfer – where L&D can provide learning that can be transferred back to the employee's role or work area
· Engagement – Where L&D can show how stakeholders have engaged with learning (examples of this could be a feedback sheet etc...)
Kirkpatrick’s four levels is an evaluation model based on four levels:
Level 1 – Reaction, Did the trainee feel that it was worth their time, did they think it was successful, using an employee satisfaction survey can be done to do this.
Level 2 – Learning, evaluate what the trainees have learned, are they able to show how training has developed their skills, attitudes, and knowledge.
Level 3 – Behaviour, did they put the learning to use, can they teach their new knowledge, and are they aware they have changed their behavior.
Level 4 – Results, analyse the final results of the training.
Level 4 will be the hardest to track, so ensuring that you have linked your training objectives to specific outcomes will help with this area (MindTools, 2022).
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Conclusion 
[bookmark: _GoBack]Learning and Development has moved on from historic face-to-face training to virtual training (Hart, 2022). For Training to be effective it needs to be aligned to business objectives, but ensuring the training is person-centred is key to engagement and learning needs, and putting the trainee's concerns first will allow a better  (Zicherman, 2014). 
There is still a disagreement about whether learning styles need to be used or not within learning plans to try and improve how the learner engages with learning (Coffield, 2013).
Involving stakeholders also from different levels to better understand the need of the trainee and how they want to learn (NHS Digital, 2018).
The introduction of gamification and the benefits this creates to the end-user, create a want to engage and make the Push/Pull SHACKLETON-JONES (2019, p. 97) easier for the trainers, involving again the stockholders as proven by AVON to empower the workforce to provide their training content with added social presence (Faraghe, 2020).
[bookmark: _Toc102921387]Research shows that supporting the learning needs to be part of a bigger picture. Ensuring that it is engaged with stakeholders from the start and not presented to stakeholders after a decision has been made on the learning outcome needed. Ensuring the tools that are available to L&D practitioners are used and future improvements are implemented, virtual learning, gamification. Finally ensuring that the training is evaluated from the perspective of the learner and also the business to ensure the learning taking place is valuable to both.




Recommendations
I have developed an action plan (Appendix 3) that will change the normal face-to-face training that we do with our staff and move to a Hybrid/Virtual system. 
This will also be supported by a learning plan for the period of the training, we have worked with staff within our team who have had to go through our induction to ensure the Push/Pull is linked to the concerns of the new starter.
We will not be aiming for a learning style instead will ensure this training is centered on them, focusing on what the person needs through our 1-2-1 meetings and linking with their coach/mentor.
This will be supported by ensuring that the inductee can discuss their concerns with their supervisor on day one and throughout their training induction until week 12 when they will be expected to be self-directed from that point with the support of our supervisors.
Ensuring that previous staff has also given feedback about the in-house development, will also provide a better understanding of how and what the training needs to be.
Evaluation based on the research above will be done through the 1-2-1 meetings, objectives of the training, and expectations of learning will also be provided to the trainee on day 1. The inductee will also provide feedback on how the training has gone and give feedback on the aspects they found challenging or enjoyable so that we can review the training for future staff.
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[bookmark: _Toc102921389]Appendix 1 – PESTLE ANALYSIS
	
	External Factors to consider
	Factors affected within my industry
	Importance to organisation

	Political
	Brexit
COVID


	NHS Workforce – Impact due to Brexit

Budgets for Training
	High


Medium

	Economic
	Economic Downturn

Austerity Measures
	Lack of Qualified Staff

Smaller Budgets
	High

High

	Social
	Aging population
High expectations
	Aging Workforce

In some regions, local demographic labour markets do not want to work in the care
	High

High

	Technology
	Automation
Innovation
Artificial Intelligence
Robotics
	Is our Technology fit for the purpose

Need to improve reporting

Need for greater employee 
expertise in technological systems
	High


Medium

Medium

	Legal
	Employment Law
Common-Law
Health and Safety
	Social Distancing
Safety of Staff
	High
High

	Environmental
	Global Warming
Environmental protection
Fuel
	Impact of health board on local environments
Carbon neutral status
	High

Medium



[bookmark: _Toc102921390]Appendix 2 – SWOT ANALYSIS
	Internal Factors

	Strengths
	Weaknesses

	Staff Development
	Staff Time

	Communication
	Skill Gaps

	Knowledge and Expertise
	Employee Turnover

	Data
	Core Activates

	Financial Reserve (COVID Funding)
	Reactive rather than pro-active

	External Factors

	Opportunities
	Threats

	Technology Development (Digital Leads and Champions)
	Increased legal regulation due to COVID

	Workforce Planning
	Cost of Investments

	Organisational Design
	PESTLE Factors (Appendix 1)

	Partnership with Local Authority
	Labour Market Conditions
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Appendix 3 – Action Plan
	Item
	Who?
	What?
	When?
	Where?
	How?
	How Much?

	Induction
	Supervisor
	Introduction to the team
	First Day
	In-Office
	Face to Face – Discussion about learners' concerns
	7.5hrs

	In-house Development
	Coach/Mentor
	Discuss training plan with new starter
	Week 1 – Week 6
	Virtual/Hybrid
	Provide access to systems and internal resources
	225hrs

	Check In’s
	Supervisor
	1-2-1 meetings 
	Week 1 – Week 12
	Virtual/Hybrid
	Provide a safe space to discuss challenges and induction
	12hrs

	Evaluation
	Supervisor and Coach/Mentor
	1-2-1 meetings
Review at the end of the training
	Week 1 – Week 6
	Virtual/Hybrid
	Ensure new starter is aware of outcomes of training weekly and an overview once live
	12hrs
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