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Analysis of the Design of the Learning and Development Plan
In the future, business organisations will face challenges such as talent and skill shortage. Masenya and others (2022) note that in an effort to combat the skills shortage problem, firms are embracing opportunities such as those Learning and Development (L&D) programmes provide. In reference to Nottingham Healthcare NHS Trust L & D plan, this presentation will critically analyse the design of the (L&D) framework, the components included in the framework, the key objectives of the strategy, the driving strategies of the plan, its success in boosting the effectiveness of the company's workforce, its capacity to handle the current and future demands of an organisation, as well as the limits inherent to the L & D framework. This study will also support considerations regarding the significance of successful (L&D) techniques.
[bookmark: _GoBack]An L&D strategy is an organizational plan within the overall business strategy. According to Brassey and others (2019), it is carefully designed to outline how an organisation develops its workforce capabilities, skills, and competencies. Darling-Hammond and others (2020) note that the design of an L&D strategy incorporates standardized components. In this case, Nottinghamshire Healthcare's L&D has been founded on eight components. They include; “therapeutic and clinical skills development, essential training, and central organisational development activities.” (Eve, 2014). Eve (2014) also notes that other components include, “non-medical clinical professional development, leadership and management development, information technology (IT) training, and skills for work & life and support for non-registered clinicians, recovery education.” Guided by these elements, the L&D leadership for Nottinghamshire Healthcare aims to achieve a set of four objectives which include implementation of the Francis Report in compliance with government recommendations, making sure that departments and other organisations have quality governance plan, providing safe effective and transformational plans for future service delivery within the organisation. It also aims at the attainment of maximal utilisation of new technology through social media, integration and development of organisation's current and future offering, and remaining effective in customer care and service delivery through high levels of backing.
The L&D plan was written by Julian Eve, a director of the L&D department at the facility. Additionally, the L&D Strategy is driven by several factors. Among these is the necessity to provide a means of entry and advancement for those who took part in the Graduate Management Trainee Programme, integrate the L&D program with an institutional crediting of CPD, and enhance the medical leadership goal. The provision of the National Care Certificate to unregistered clinicians within the organization and the establishment of an internal register of unregistered clinicians in advance of CQC compliance are other motivational measures. At Nottingham Healthcare, the L&D plan demonstrate that they will launch induction package and e-learning packages relevant to all clinical disciplines. These are programme used in business settings to welcome new employees and prepare them for their new roles (Rashid et al., 2020). This package will essentially integrate employees into the facility. A good induction package will ultimately lead to increased productivity and reduced instances of short-term turnover among employees (Beausaert et al., 2011). Importantly, the planned induction package has the potential to significantly increase the speed of competency among the new workforce.
At Nottingham Healthcare NHS Trust, the L&D plan is aligned with the organizational mission and vision. According to Eisele and others (2013), an effective L&D plan should be aligned with organisation's vision and mission. The aim of Nottingham Healthcare is to enhance the wellness and well-being of the people and the communities that they support by delivering excellent medical attention to everyone who seeks it, irrespective of the individual's or the community's financial capacity to pay for it. Significantly, the plan acknowledges that employees are the company's most valuable asset, and as Nankervis and others (2022) recommend, it aims to provide training, learning, and development opportunities that support the professional growth of all employees. In addition, the plan also emphasizes the importance of delivering high-quality care to patients and service users, which is in line with the organization's mission to provide safe, effective, and compassionate care. Supporting the professional growth of all employees, and promoting a culture of learning and development within the organization. These goals are in line with the broader mission and vision of the NHS.
Moreover, the plan has considered all the employees in the organization. Notably, the L&D strategy for Nottingham Healthcare NHS Trust aims to provide training, learning, and development opportunities that support the professional growth of all employees, which is in line with what Chaudhuri and others (2022) recommend. As a result, the plan includes eight areas that cover a wide range of roles within the organization. These areas touch on all employees and include non-registered clinicians, medical consultants, graduate management trainees, and IT staff. The plan also recognizes the importance of lived experience and includes a commitment to employing individuals with lived experience as part of the L&D staff. Therefore, it can be said that the plan has considered all employees. However, the L&D strategy for Nottingham Healthcare does not provide clear timescales for completion or review. Current L&D department goals incorporate the delivery strategy for 2014 and 2015, and internal quality assurance and governance of the Learning & Development function are evaluated in relation to these goals. As a result, it appears that the L&D strategy is being constantly assessed and modified.
Conclusion
In conclusion, Nottingham Hospital NHS Trust's L&D strategy is well-developed and certainly fits with the organization's bigger-picture goals. The plan comprises standardized components and seeks to meet six major objectives, including compliance with government recommendations, establishing reliable and efficient plans for the future delivery of services, and making maximum use of technological advances. The L&D plan encompasses all employees within the organization, including non-registered clinicians, medical consultants, and IT staff, and acknowledges the significance of the lived experience. Although the plan lacks distinct completion and reviews deadlines, continuous monitoring, and evaluation are in place. Overall, the L&D strategy at Nottingham Healthcare NHS Trust lays the groundwork for a learning and improvement culture, which in turn improves the quality of care provided to patients and service users.

Reference List
Beausaert, S. A., Segers, M. S., & Gijselaers, W. H. (2011). ‘Using a personal development
plan for different purposes: Its influence on undertaking learning activities and job
performance’, Vocations and Learning, 4, pp. 231-252.

Brassey, J., Christensen, L., & van Dam, N. (2019). ‘The essential components of a
successful L&D strategy’, Mode of access: https://www. mckinsey. com/business
functions/organization/our-insights/the-essential-components-of-a-successful-l-and-d
strategy.

Chaudhuri, S., Park, S., & Johnson, K. R. (2022). ‘Engagement, inclusion, knowledge sharing,
and talent development: is reverse mentoring a panacea to all? Findings from literature
Review’, European Journal of Training and Development, 46(5/6), pp. 468-483.

Darling-Hammond, L., Flook, L., Cook-Harvey, C., Barron, B., & Osher, D. (2020).
‘Implications for educational practice of the science of learning and development’,  Applied
developmental science, 24(2), pp. 97-140.

Eisele, L., Grohnert, T., Beausaert, S., & Segers, M. (2013). ‘Employee motivation for
personal development plan effectiveness’, European Journal of Training and
Development, 37(6), pp. 527-543.

Masenya, T. M. (2022). ‘Integrating talent and knowledge management practices in the new
normal business environment: developing future leaders in public sector organizations’,
In Navigating the New Normal of Business With Enhanced Human Resource Management
Strategies ,  pp. 113-144. IGI global.

Nankervis, A., Baird, M., Coffey, J., & Shields, J. (2022). ‘Human Resource Management
11e’,  Cengage AU.

Rashid, M., Hafeez, M., Maeenuddin, A. K. S., & Wahid, N. (2020). The Role of Training
and Development in Enhancing Employees Performance: Evidence from Sales Force of
Pharmaceutical Companies at Shaheed Benazirabad Pakistan.
