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Learning and Development Factsheet

Introduction 
Learning and development (L&D) encompasses a variety of activities and programmes that create a learning culture for individuals and organisations to develop while supporting the broader organisational strategy. The factsheet aims to provide an overview of L&D’s value, how to involve individuals and the organisation in the L&D process, the existing approaches, and the methods of evaluating its impact.   

Benefits of L&D activities (AC 6.1) 
Investment in L&D activities has long-term benefits for both individuals and organisations. Part of L&D’s role is building and motivating employee capabilities, which creates a stimulating environment for individuals, thus contributing to their job satisfaction, engagement and commitment (Ogueyungbo et al., 2020). When employees are happy with their jobs and progress, their wellbeing improves, positively affecting their personal and professional lives. L&D also helps shape a culture of togetherness, a growing need for employees looking to join organisations that match their values and contribute to society's welfare (Brassey, Christensen and van Dam, 2019). For the majority of employees, the existence of L&D opportunities is vital in their decisions to either leave or join a workplace (Howlett, 2022). 
The benefits of upskilling employees also have tangible effects on the organisation. L&D activities aid a culture of knowledge sharing since well-trained employees can transfer their new skills and impart their knowledge to others in the workplace (Beqiri and Mazreku, 2020). Upskilling the workforce can enhance employees’ abilities to perform and complete job tasks, collaborate effectively in teams through improved communication and social interaction, and also work self-sufficiently, thus contributing to strong organisational performance (Government Office for Science, 2017). 

Types of learning needs- why do they arise? (AC 6.2) 
Learning needs signify the knowledge and skills individuals need to acquire to fulfil their role (Malec, 2022). Numerous factors lead to the different learning needs of individuals and organisations. For individuals, learning needs commonly arise due to changing job or performance criteria or being a new employee, which indicates a certain gap in their current skillset (Taylor and Woodhams, 2022). Some neurodiverse employees may require extra time and assistance to absorb their learning and any comprehensive material (Hunter, 2019). 
Learning needs can arise for organisations due to shifts in customer expectations and organisational strategy through discussions with the clientele and researching upcoming skill requirements (Zao-Sanders and Peake, 2022). The social care sector is currently experiencing a shortage of workers, and this can mean that the organisation may need to upskill their workforce to be able to carry out multiple different tasks. On the one hand, more tailored L&D initiatives can be offered to each staff but, on the other hand, staff may not be able to access enhanced resources due to being overstretched and burnt out (McKenney and Handley, 2019). 
Such a work environment impacts how employees work together and think effectively, which are “cognitive and socio-emotional” (Grob-Zakhary and Hjarrand, 2017, pp 60) competencies already lacking within the wider skills gap. Learning needs must be met for both our organisation and our employees within it as the spillover effect it has on our clientele, who are vulnerable, is immense. 

Summary of F2F and blended L&D approaches (AC 6.3)
Facilitation involves the facilitator acting more as a guide than a teacher during the learning course of an individual or a group. Learners have greater agency in shaping their learning and will likely have a good understanding of a topic to make decisions (Waite et al., 2021). Depending on what the learners require, facilitators should be able to adjust how involved they need to be. Blending active engagement and observation approaches will be most effective for learners (Beevers, Rea and Hayden, 2019). 
Training provides employees with varying qualifications to meet job requirements, sustain skills and acquire new ones to transfer into future work (Rothwell and Whiteford, 2020). On-the-job training is widely used, and employees participate through structured and unstructured programs (Cunningham, 2020). E-learning can also form part of a training program offering employees access to resources whenever needed (Nayahangan et al., 2021). However, e-learning is primarily autonomous, thus requiring self-motivation and self-direction, which may not be suitable for employees who prefer instructor guidance (Sarre et al., 2018).
Coaching is an activity that is led by trained staff or external professionals. It focuses on work performance and aligns with the organisation and individual’s goals (Hayden, 2023a). Rosen et al.’s (2022) study on the impact of coaching on resilience at a general hospital in Toronto shows that an effective coaching programme can be "rewarding and valuable" (pp. 7). Coaching helps develop confidence, improves employee engagement, organisational output and aids retention (Stewart-Lord, Baillie and Woods, 2017). However, coaching may not suit everyone, and it also requires detailed planning to provide the best structure for an individual (Hayden, 2023a). 
Mentoring is another valuable approach that involves an experienced professional supporting someone junior eager to gain more experience. Mentoring is worthwhile at any stage of an individual’s career and can occur online and face-to-face. Mentees benefit as mentors can share their expertise and aid the mentee’s growth by stimulating thought-provoking conversations (Leahy and Patton, 2018). Likewise, mentors can benefit by experiencing happiness and improved performance at work by helping others (Stewart-Lord, Baillie and Woods, 2017). It may take time to find a suitable mentor/mentee as individual characters and discussion areas should ideally match; however, once found, the mentor-mentee relationship can develop over the years, as opposed to coaching, which takes place for a limited period (Waite et al., 2021). 

Accommodating individuals in L&D initiatives (AC 6.4)
Supporting employees' work on their individual growth helps the wider organisation, too. However, people are not homogenous; they each possess and require unique resources (Hammer, 2022). When designing and delivering L&D initiatives, it is essential to remember that various elements, such as the goals, cultural background and job roles, influence adult learning. Learners also reconcile new information with previous knowledge and experience (Hayden, 2022b). Thus, discussing an individual’s expectations and particular needs is valuable so that the learning supports their development. Understanding their learning history can also help create learning that continues to motivate and engage learners (Yerrabati, 2017), and accommodating training methods can minimise apprehension for some who cannot adapt quickly to drastic changes (Mikołajczyk, 2022).  
Reading and embedding the latest evidence-based research into practice is also effective. Robust findings show that continuous learning effectively ensures individuals maintain what they have learned and promotes lifelong learning (Government Office for Science, 2017). Continuous learning can be found in the term created by Josh Bersin in 2018, ‘learning in the flow of work’, which has seen a growing adoption by organisations as a way to support individual performance at the time of need (Haak, 2021). Employees can receive relevant information, such as video recommendations or articles, to resolve a challenge immediately (Bersin, 2018). 


L&D and its impact evaluation (AC 6.5) 
Evaluation involves assessing something’s worth and is an integral part of the L&D process (Hayden, 2022c). Depending on the evaluation purpose, there are many methods of evaluating an L&D activity. Surveys can provide valuable learner feedback that can offer insight into learner’s perception of the learning experience, and establish any challenges or gaps in learning (CIPD, 2020). The feedback can also inform future activities for those employees by identifying their learning patterns, thus positively impacting their performance (Davis et al., 2022). Availability of time can be a limiting factor, however, making any necessary adjustments and being transparent with everyone about the process and results should encourage participation (Waite et al., 2021).
Assessments, which can be qualitative or quantitative, are also used to assess levels of learners’ understanding and effectiveness of L&D activities (Marchington et al., 2021). For example, learners’ assessment grades can compare the impact of online versus in-person learning on students’ development (Canada et al.’s, 2022). The results can then be used to determine which approach is best to take in subsequent activities. However, we should bear in mind that there are external factors that could impact an individual’s performance during the assessment, so the results may not always be reflective of a specific L&D approach. 
Evaluations should occur at each learning programme's design and completion stages to ensure its value is felt (Taylor and Woodhams, 2022). The four-level Kirkpatrick model can help keep the focus during the evaluation process. Developed by Donald Kirkpatrick, evaluators can go through each level- reaction, learning, behaviour and results- and ask questions regarding the learning’s impact, such as on performance and engagement, and whether it met the activity’s goals and the wider business aims (Kirkpatrick and Kirkpatrick, 2018). Other evaluation models are available that may better suit one’s organisational needs, therefore it is prudent to plan well.

Concluding remarks
Focusing on L&D is to focus on the future. Investment into a strong L&D strategy shows that organisations care about the future of their workforce and support the overall wellbeing and development of its employees. For further information and general resources on L&D, please visit Healthcare on Hand’s website, where the organisation’s L&D strategy can also be found. 
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