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Discuss at least two methods of evaluating learning and development and its impact (AC 6.5)
The last important aspect of L&D is to evaluate its success. Evaluation is defined as assessing the value of something. Timing must also be considered, this can change depending on which method is used. The method used will depend on what the expectation was. A short test is one method, for example, if the purpose is to increase an individual’s capability within an IT task such as creating pivot tables in excel, this can be measured by testing the individual at various intervals (Page-Tickell, 2014). This is a very measurable method which ultimately is what the organisations needs to know. Another method is asking the individual to answer a questionnaire at the end of the course. The disadvantage with these questionnaires is that they often evaluate the content and not the outcome of what the person learnt (Torrington et al, 2020). Models such as the Kirkpatrick model are used to evaluate the effectiveness of the training. Kirkpatrick’s model has four levels: the first being reactions. What was the learner’s reaction to the training? Learning – these measures what the learner may or may not have learned. Behaviour – this level evaluates how the learner applies their training. Results – this is the final level that evaluates if the organisations end goals have been met (CIPD, 2022). We must also provide constructive feedback to help the learner understand their strengths and weaknesses and help them identify any gaps that require further development. Giving and receiving feedback can be difficult and it’s important that it’s done in a timely manner, providing feedback too late can be detrimental to its effect (Stewart et al, 2014). 
Explain why learning and development activities are of benefit to individuals and organisations. (AC 6.1)
Learning and development has many benefits to individuals and organisations, so much so that the Government has launched various initiatives such as The Lifetime Skills Guarantee which gives adults who don’t have A-level qualifications the opportunity to train later in life in a variety of subjects (GOV, 2021). Such initiatives exist as the Government recognises the benefits of learning and development; the aim is to also get more people into work. One of the biggest benefits to an organisation that offers good learning and development opportunities is staff retention. One survey reports that 94% of employees would stay in their role if the organisation offered more development opportunities (The HR Guides, 2022). Not only does it increase staff retention, but it can also increase employee engagement which in turn increases productivity and helps an organisation evaluate various aspects within. For the individual, learning and development increases their skills and knowledge which helps with their work tasks which then increases job satisfaction. 87% of millennials said that learning and development opportunities when searching for a new job impacts their decision (The HR Guides, 2022). With increased skills and knowledge, other members of staff within the organisation will feel more confident in communicating with the employee therefore learning and development supports positive relationships. An organisation who supports learning and development will have that edge in the corporate world and make them more attractive to new employees (Padin, 2022).
Explain how, in the design and delivery of learning and development initiatives, individual preferences and requirements must be accommodated (AC 6.4)
To deliver successful learning and development initiatives, we must ensure that we are addressing individual preferences and requirements. Adults learn differently to children, Malcolm Knowles’ ‘Theory of Andragogy’ explains this is and the five assumptions of adult learners. Adults naturally have more life and career experience and with this maturity they are more ready to learn and their motivation increases. Adults are more self-directed and can make decisions for themselves, they have more interest in learning skills to help them perform (Pappas, 2013). We must consider whether the person is being taught on a one-to-one basis or as part of a group as this will change the dynamics of the delivery. One-to-one learning has more flexibility, be it in regard to time and location or method of delivery. When considering group learning, there’s more aspects to consider. For example, whether there are any disabilities within the group and how we can accommodate their needs, how to address people with different levels of knowledge and skill or experience (Waite et al, 2021). Without considering all these factors, we may not provide a successful learning platform for the individual. Considering these factors, having a sound L&D strategy and policy ensures that as an organisation, we treat everybody fairly and equally and there’s no discrimination (CIPD, 2022).  
Summarise different face-to-face and blended learning and development approaches, including: facilitation, training, coaching and mentoring. (AC 6.3)
There is a vast range of learning and development approaches and finding the best approach for a particular learning need is key to its success. We will explore a range of approaches and why they are used, their strengths and benefits. Face to face learning is where a group of people or individuals meet with the teacher in person to be delivered course information. Blended learning uses a variety of techniques, this can be online, face to face or in the workplace which is a more modern approach to learning and development (Stewart et al, 2014). Both have positives and negatives, face to face learning gives the learner more opportunity to learn and access information from others, whereas blended learning gives the learner more opportunity to choose a learning style that suits them and that they can do at times that suit them. Facilitation is an informal approach to L&D where the person providing information supports the learner rather than simply giving them the information. Training givies the learner the knowledge and skills they need, showing them how something is done. How and when these are used will often depend on the learners’ circumstances and the need for that development (Waite et al, 2021). Both have benefits and weaknesses, training can be seen as a quicker approach where facilitation may be seen as more developmental approach as the individual is being pushed to learn something through their own thinking. Training may be disadvantageous as normally this is provided by one individual who can have a narrow view to something. Coaching and mentoring are again closely linked however there are differences. Coaches are viewed more as facilitators whereas mentors are more like trainers. Coaching takes a more hands off approach where mentoring is more about delivering information (Stewart et al. 2014). Again, when these are used really will depend on the learning need of the individual. Both have very similar benefits and weaknesses; they can both be more relevant and specific to the skills and knowledge the learner needs. However, time can be an issue and pressure from the coach/ mentor can make the individual feel undervalued (Torrington et al, 2020). 

Describe different types of learning needs and reasons why they arise for individual and organisations. (AC 6.2). 
Every individual and every organisation will have different learning needs, identifying these needs is crucial in successful learning and development, and therefore having an L&D policy and procedure in place can support this. Line managers would be expected to follow the policy and then do a thorough analysis of the learning needs so that the organisation can identify gaps in the individual, team or organisation. There are two ways to look at this, an ongoing learning needs analysis (LNA) and a training needs analysis (TNA). An LNA will mainly focus on what future gaps the organisation sees and a TNA looks at a one-off training need (CIPD, 2022). Learning needs can be split into 5 different categories and we can use the acronym REMER to remember these, these include relevance, what and why? Experience: increases with time and can change the way we think. Motivation: this will be different for everyone. Engagement: important for each individual to be involved in every process. Reinforcement: after the training has been given, it then needs to be reinforced in the workplace (Johnstone, 2017). But why do we have learning needs? For many it’s a gap in performance or there is a new way of doing a particular role that requires additional training. But the main reason for this is change, be it internal or external. The reason for the change can vary from changes within the organisation, the strategy, goals and objectives, the company structure, new legislation being introduced, new processes internally, new products or services to name a few (Waite et al, 2021). For example, when GDPR was introduced, employees and organisations had to change the way they did things and therefore required additional training to support these changes.   

This factsheet has been created to inform the line managers at Healthcare on Hand of the benefits of learning and development. We will look at different types of learning needs, different approaches, individual requirements and preferences and how this can be evaluated. 
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