




Executive Summary 
The following report outlines the learning gap for Burns Pet Nutrition Ltd (BPN) which shows that the management team have a learning gap in their abilities to spot early signs of mental health. The report outlines the importance of learning and development for business and identifies the most suitable ways of closing a learning gap for BPN. 
A literature review of learning and development theories and methods reveals there a number of way to engage a workforce with learning and development highlighting the adult learning theory and its approaches that have lead to successful L&D programs. 
Recommendations for the senior management team are set out to develop several ways to close the learning gap based on adult learning and learning design.   
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[bookmark: _Toc70600609]1.0 Introduction to Burns Pet Nutrition Ltd (BPN)

Burns Pet Nutrition Ltd (BPN) a pet food manufacturing company based in South Wales with a very diverse range of departments ranging from Pet food manufacturing to hospitality and a third sector branch of the business. L&D is something that Managing Director John Burns has driven throughout his career allowing employees to upskill themselves and deliver the best version of themselves each day. This allows BPN to continue to meet targets of productivity but also develop talent and use this talent to channel success of the business. The company includes 15 managers across various departments giving BPN a very diverse stance with a range of talented highly skilled employees. BPN prides itself on a family work-life balance environment for employees building a culture of learning and development that aligns with the business strategy. Having an L&D strategy that aligns with the business strategy will support BPN to develop and build the capabilities of talent throughout the company. Study from Brassey (2020 et al), show that only 40% of companies say that their learning strategy is aligned with their business strategy. 
L&D plays a crucial role in business development and the longevity of the business. Brassey (2020 et al), suggests the role of L&D can help build a values based-culture and a sense of community in the business, in particular the millennials coming through which is what the experience is with BPN at present ensuring that the talent millennials in the workforce continue to be engaged by the L&D culture. Research suggests that lifelong learning contributes to happiness, when highly engaged employees are challenged and given the skills to grow and develop within their chosen career path and feel more satisfied within their current organisation. Identifying the learning need gap for BPN will ensure that our leaders and management teams will develop the skill set to spot early signs of mental health which will result a reduce in sickness absence relating to mental health. 
[bookmark: _Toc70600610]1.2 Aims and Objectives of the Report. 

This report aims to identify how the external factors are affecting L&D at BPN, that supports with identifying the learning gap amongst the leadership team at BPN which enables the senior management to recognise the gap and how putting in place the recommendations would better the company as a whole. Allowing the company to put processes in place through getting the most suitable learning style, trends and new techniques to support with closing the identified learning gap. The report will research the different learning methods in the L&D industry and recommend different ways on how BPN can close the gap aligning it with the Adult Learning Theory. 
Which leads to the objectives to identify the learning gap for BPN and what L&D methods would be best suited to the BPN employees that closes the gap and develops the employees further. The learning gap for BPN is the ability to spot early signs of mental health successfully with the new styles of working that the Covid-19 pandemic has brought with home working, split shifts and various health and safety measures in place which has seen the growth in mental health as report by the HSE in 2020 alone 828,000 workers are suffer with stress, depression or anxiety and a staggering 17.9 million employees lost working days as sickness absence due to work-related stress, depression or anxiety. The cost for implementing and closing the L&D gap would be minimal to the company when comparing on how it could affect the company in the long term i.e., the reduce in company sickness absence relating to mental illness which will naturally result in better productivity and company culture. the biggest cost to the company would be not to act in closing this skills gaps, BPN could risk in seeing the increase of absences surrounding mental health and creating a culture where employees are unable to speak how they feel because they are unaware of the correct channels to take.  Exploring relevant modern research will support with creating a diverse learning resource and a platform the leaders and managers to develop their skills in this area getting the best out of their employees whilst keeping them engaged and passionate about the learning.  




[bookmark: _Toc70600611]2.0 Literature Review.

The aim of this literature review is the analysis, critical evaluation, and synthesis of existing knowledge relevant to the research problem (Hart, 2018) to support BPN with identifying the L&D gap in the business through critically evaluating of existing theories and how L&D has been affected by the current internal and external environments.  
[bookmark: _Toc70600612]2.1 Internal and External Environment effecting L&D.

Pestle (political, economic, social, technological, legal and environmental) analysis is a tool used to examine the external environmental and it has affected and changed the dynamics in the skills gaps of a business.  This analysis and research will offer BPN the insight into external factors that directly effect L&D and allow the organisations to use it in a range of different scenarios (CIPD, 2020). Living in a volatile, uncertain, complex, and ambiguous environment (VUCA) will see the external environment effect L&D for the organisation. The biggest external effect that can be seen as a factor that covers the whole PESTEL analysis (Appendix 1) is the Covid-19 pandemic, the pandemic has seen the L&D budget of a business be taken away and used in other areas such as covid-19 test kits supplying business departments with PPE. CIPD (2020), suggests that the pandemic has seen a shift in the L&D for businesses and the way people learn, they state in their report the pandemic has given leaders real opportunity to step up and show leadership, to navigate organisations into the new world of learning and development having the ability to adapt to the new learning styles forced by the pandemic is a slow transitioning period for many businesses.  The internal effects of the shift in L&D have shown that employees had to adapt to new ways of learning through virtual sessions rather than classroom learning. This saw as stated by the CIPD (2021) in their latest Covid impact report that many lacked confidence that they would ordinarily rely on in the face to face learning environment, this unexpected new reality provoked feelings of exposure, vulnerability and self-doubt. The external environment in particular the Covid-19 pandemic has seen a shift in the way L&D is delivered across businesses. CIPD (2021) report that L&D workers feel that they experienced a sudden loss of autonomy and control in how they would deliver the session. 
 L&D internally for BPN has also been affected and pushed back due to the lack of internal accessibility to IT equipment and the online software for internal training, the transition to home working proved to be difficult with BPN building a culture of employees being in the office under one roof, having to adapt to these changes has taken time which has naturally led to some Covid Anxiety to returning to work after what has been a year and more of home working for some, having our management band to support with identifying these signs will make this transition to returning to work will hugely beneficial for BPN employees. 


[bookmark: _Toc70600613]2.2 The Importance of L&D to Businesses. 

Learning and Development plays a crucial role in businesses with the Pet industry somewhat avoiding the turbulence of the pandemic as stated by Franco (2020) who believes that the L&D commitment for the pet industry has remained intact throughout. Businesses strive to align their strategies with the L&D goals of the business to ensure they meet employee goals and succeed performance standards, many businesses like BPN have dedicated people who oversee L&D for the whole company allowing them to liaise with senior management and identify gaps in the skill set of managers or the operational level employees. Identifying the gap and upskilling employees to further engage the employees to be successful in their roles, BPN has identified a gap in the management team and their ability to identify early signs of mental health successfully using a process devised internally to best suit our culture alongside external training opportunities using real life scenario examples.  It is reported that 93% of employees say they will stay longer at a company that invests in their career development (Vinikas 2021). Gallup reported in 2016 that 59% millennials coming through business want to see their jobs to be career developing opportunities if businesses fail to invest in their young talented employees, they will risk losing them to businesses that have an L&D strategy to fit with employee needs and development.  Having the ability to give employees the opportunities to further develop their skills will support with retaining employees and cutting costs of having a recruitment process if employees leave due to a lack of learning and development. Employee Retention Report (2018) developed by the Work Institute showed that 1 in 4 employees leave their jobs with 77% of that employee turnover being avoided if the employer took the steps to further develop employees. Brassey et al also suggests that business that do not provide L&D opportunities their employees will see employees depart, they also state that the company’s ability develop a successful L&D strategy for their employees will see them add value to the business. L&D builds a values-based culture and a sense of community and togetherness with employees learning together sharing the companies vision for success, BPN have taken a small step in creating an L&D culture by appointing the HR officer as the ‘go to’ person for L&D and driving the passion for upskilling and learning. Research suggests that learning and development and lifelong learning brings people happiness studies from Yolande (2020) and the Eton Institute shows that learning and further development for humans is actually a core need for psychological wellbeing, having an array of topics at your disposal when speaking to colleagues or friends can boost your confidence which relates directly the learning gap of BPN surrounding mental health wellbeing. Having untrained de motivated employees will create a culture of negativity towards L&D businesses can often find themselves in some concerning positions. BPN can relate to this concern with the management team choosing not to take the correct HR or H&S advice leaving the company open to claims and high levels of sickness absence relating to mental health, working a way around this supporting the management team with their understanding that 1 in 4 adults suffer from mental ill health each year, potential claims and the costs of sickness absences for the company and implementing an effective ethics training programs on thorough workplace behaviors giving them the confidence to manage and identify early signs of mental ill health.  

[bookmark: _Toc70600614] 2.3 L&D Methods 

L&D functions may be out of sync with the business due to outdated approaches because of the effect of the global pandemic on L&D budgets as identified in the PESTLE analysis, budgets have been shifted to support other areas of the business. 
Identifying and knowing about the skills gaps is half the battle, once the business has an understanding of the importance of L&D the business can take the necessary steps to close the gap in BPN’s case the ability to spot early signs of mental health amongst colleagues which can lead to high levels of sickness absence the mental health foundation (2020) released staggering numbers that showed £2.4 billion as the cost for UK employers from employees being absent due to poor mental health.  Creating a successful training program that suits the needs of managers and leaders in the business would support with firstly taking care of the employees creating an open, supportive culture but also saving the money on sickness absences costs drastically. 
Hart (2020) developed and published a survey ranking the top 200 tools used for learning showing what learning tools are best suited for businesses, these tools can help bring programs together one that was used recently by BPN was the Prezi software creating a quick and easy resource for managers to turn to on what key questions to ask when conducting a return-to-work interview after sickness absence relating to mental ill health.  
The L&D world has many different learning methods some of which have become outdated since the effect of the global pandemic forcing businesses to use different methods to upskill their employees. The days of classroom learning are now left behind and seen as the less modern way of delivering a training session, where some would argue that the human feel to an L&D session is what is missing Brady (2016) suggests that having the trainer and learner in the same room helps bring the subject alive with the ability to further explore the topic relating it to your own experiences. The classroom environment is seen as a safe place for learning where there are no worries allowing the learners to express themselves. The classroom experience for learning will more than likely be linked to a low-tech learning session where the interactions with learners and trainers, Zawandi (2020), states that the lower tech lessons can help leaners improve on their spelling and grammar, they focus better on the topic but with the lower tech methods there is a lack of tools that the leaner can use to enhance their knowledge surrounding the topic. BPN experience a lack of engagement and concentration when managers attend classroom sessions which results in a negative mindset and culture towards L&D. Shackleton -Jones (2019) also states in his book ‘How People Learn’ that classroom learning is outdated and a poor way of learning for many students, he suggests developing a resources that can be used at a point of need an example he uses is his London underground map, he turns to this map when he needs the information rather than having to memorise various routes daily. Linking this to BPN a tool that can be developed further and has already been developed by the HR department which is circulated and place on the intranet for managers to see and use supporting them in identifying the early signs of mental health and the steps they need to take to start the conversation. The negative of using this one resource to gather your information could see information missing with the growing signs of mental health key information could be missed. 
Modern learning techniques will allow learners to improve their intellect behavior by using various new innovative ideas rather than making them recite the syllabus with the same old ways of learning (Mehta 2020). The modern teaching methods of L&D have taken a shift to involve the learners more rather than making them sit and listen. Collaborative learning will see the learners becoming a part of a group which allows them to learn from each other discuss topics, share ideas and face healthy questioning. Taking this learning approach for BPN would support the management team in sharing ideas on how to identify the early signs of mental health for their departments which could directly relate to others supporting each other to make an open talking culture. The VAK learning method where you will experience dividing the learners to three categories visual, audio and kinesthetic learning styles this method was introduced in the early 1920s to support learners with dyslexia (Mehta, 2020) which has been developed further by Neil Fleming into a model which he called VARK in 2006 he added in Read/Write of the model to support learners further this learning method is to this day still very modern. The VARK model as seen below is used using a test format giving the learners a questionnaire to complete before any training commences this allows the teacher to tailor the sessions to the needs of the learners ensuring that each learner has the best out of the session, and it meets their needs. BPN would benefit from using this model to identify the preferred learning style of managers making sure that the training and important learning outcomes of the training stick. 
[image: VARK® Learning Styles - With A Twist Education Ltd]Figure 1 – VARK Model






Learning Styles have come under huge criticism by Fleming (2012) stating ‘There is no evidence that knowledge of one’s learning styles is a benefit to learning’ ‘At this point in time we do not have any reliable, valid research that would predict that knowing one's learning style is beneficial for learning’. This is something that BPN must consider when developing their learning and development programs to show that there are different ways of learning without focusing on the individual learning styles. 
[bookmark: _Toc70600615]2.4 L+D Theories 

Research is continuing to change and advance on how humans learn and what it means for workplace learning. The current learning and design theories according to the CIPD (2020d) are being challenged with a bigger focus on emerging theories are being explored. For learning theories to be effective in the work place it is essential as stated by the CIPD (2020d) organsitions should focus on supporting their learners in reflecting on their own learning to embed knowledge and remembering important points of the training session.  
The adult learning theory is a tool developed by Malcom Knowles which allows learners to identify their strengths and weaknesses in areas of self-direct learning. Knowles (et al., 2015) sates there are 5 key assumptions as seen in table 1 below of the adult learning theory each concept outlines the general ways in which adults 

	Self-Concept 
	As we grow older, we shift from being dependent to being more independent. Therefore, how we prefer to learn changes from being instructor-led to a more self-directed approach.

	Adult Learner Experience 
	Adults have lots of experience from which they draw knowledge and references. They can take from these experiences and learn from them. 

	Readiness to Learn
	Adults want or are ready learn when there is a reason. 

	Orientation of Learning 
	Making the learning applicable to everyday life instead of being a general learning subject. 

	Motivation to Learn
	Adults will learn for their own reasons for example to progress in their careers or to boost self-confidence. 


perceive learning and how they prefer to train. 
Table 1: ‘5 Key Assumptions of Knowles Adult Learning Theory’ (O’Neil, 2020)
BPN management team would find it beneficial to be involved in the planning of the training, there are different needs and wants from each learner with some preferring online training and other preferring the older possibly outdate classroom learning. It is essential that BPN meet each learner need to give them the motivation to learn considering that the learning gap is hugely important. 
The AGES (Attention, Generation, Emotion, Spacing) model is a known adult learning theory that ties in perfectly for BPN using the guidelines for designing and delivering effective training sessions enabling BPN to enhance the learning and development culture to a higher level. 
	Attention 
	Gaining learners attention by suing techniques such as highlighting important topics in the lesson and 20 minute chunks can support the learners ability to pay attention. 

	Generation 
	Adults need to be given the opportunity to tie the learning into something they experience in their roles or lives. Using previous experience to learn and remember. 

	Emotion
	Brining Emotion of previous life events that you can tie into the training and learning, mixing up content delivery techniques can evoke strong learner emotions and lead to last retention. 

	Spacing 
	On average only 10% of what was delivered within a training session is retained 3 months after the training session(s). a better way to present is to space it out over time, allowing learners to revisit the topic before adding information. 


Table 2 ‘The AGES model’ (Herrholtz 2020) 














[bookmark: _Toc70600616]2.5 Evaluating Learning and Design
 
Having the correct learning methods to suit the delivery of the session is crucially important, equally as important is the evaluation of the learning and design. There are many reported ways you can evaluate your learning. Evaluations of the training may include as stated by the CIPD (2020e) the impact of the training delivered which will be to support mangers to identify and start the conversation with employees or fellow managers struggling with mental health, transfer of the learning where BPN will show how the management team have learnt from the session delivered this will come in time where it will be visible that the sickness absence records surrounding mental health will come down and the culture of speaking openly about mental health is developed and driven by managers. Finally, engagement where BPN will demonstrate that the management team that have received the training to close the learning gap supporting the management to put this training into practice and evaluate as stated by (Hirsh, 2011 et al) states that the purpose of most L&D evaluation is ‘if we do this again, how could we make it more effective’ that is something that BPN can look into and ensure that the training is kept updated and engages the team. 









[bookmark: _Toc70600617]2.6 Ethics 

Each organsaition must take ethical perspective when it comes to learning and delivering training sessions Stewart and Cureton (2014) state that the organisation must have an understanding on how legal compliance, business imperatives and changing demographics impact on the content and delivery of the learning for the organisation taking into consideration the Equality Act (2010) to ensure that the learners don’t become offended by the course content or delivery of the course. An example would be to create a learning and development inclusion and diversity check list for the teacher to complete. The company could use the CIPD Professional map to support with the learning gap and ensure that the learning delivered is inclusive to learners and the core behaviours section of the map which highlights the ethical practice of the company will support with BPN’s definitive decision to establish a culture of ethical practice. 











[bookmark: _Toc70600618]3.0 Conclusion 

In conclusion to the research report conducted surrounding the learning gap for BPN, it is clear to see that there is a clear gap in the management team and their ability to identify early signs of mental ill health in the workplace. The research from several sources identifies that the learning and development gap would close if the company was to develop and design a new learning style supporting with the delivering and designing of learning that sticks for the management team, styles that match the needs of each learner individually i.e., VARK learning styles. From the statistics from the HSE in the rise of workplace absence due to mental ill health closing the learning gap through developing a better training program will also see the company create an open talking culture, improving employee relationships with their leaders and a lower rate of sickness absence due to mental health with the management team having the ability to spot early signs, start the conversations and tackle the issues.  Learning and Development for organsiaitons is essential in keeping the employees motivated and engaged, creates a valued based L+D culture which will lead to longevity of the business. 





[bookmark: _Toc70600619]4.0 Recommendations 

From the research report the learning gap identified is the ability to spot early signs of mental health, this is something that BPN need to focus on by developing a training program with various tools to support the management team in upskilling in this area and closing the learning gap. BPN should focus on arranging external mental health first aid training for the management team, being delivered face to face or virtually depending on the current covid-19 guidelines. Further steps should then be taken to show all operational employees that the company are making strides in supporting employee’s mental health, a way of doing this would be to complete the Time to Change Pledge with Time to Change Wales. Taking this step will see BPN appointing employee champions this will provide employees struggling with mental health people to speak with and start the conversations. There will be different materials available linking these to different styles of the adult learning theory which will see the management team taking part in self-directed learning through a portal that has recorded videos and point of need resources to support managers with identifying early signs of mental health and what would be the key areas to look out for, there will also be a section of the portal on various ways to hold the initial conversation if an employee is struggling with mental health. This will support the management team and give them confidence in developing themselves at their own speed of learning in their spare time around their busy workloads, it will also help them develop a culture of trust and openness during these times of transitioning back to work with the pandemic restrictions having the ability to identify the signs is crucial. These recommendations can be at a minimal cost for BPN which is seen in appendix 2 in further detail, the cost of not implementing these and taking the steps to closing the learning gap could see a culture where mental health is not tackled and where employees feel unsupported by the company resulting in long term sickness absences and employee turnover the cost of doing nothing should not be an option for BPN. The HR department will support with in house training refreshers making sure that all managers are kept updated with the latest changes and developments in indemnifying early signs of mental health, the HR department will also keep updated on the latest statistics of mental health at work internally and externally. 
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[bookmark: _Toc70600621]Appendix 1 - Pestle Analysis 

	Political 
	· The pandemic has been a politically heavy with announcements surrounding safety of the population during the pandemic. 
· The job support Scheme (Furlough)
· Travel restrictions for learning events. 



	Economic 
	· Redundancies and unemployment at an all-time high in the UK 
· Learning and Development budgets cut due to Global Pandemic. 


	Sociological 
	· Health and wellbeing of employees during these difficult times has been bigger than ever. 
· Career attitudes changing. 
· Remote working now becoming and big force. 


	Technological 
	· New technologies are continuing to emerge with new machinery and automated systems being used in certain departments. 
· New technologies coming through aiding the L&D needs. 


	Legal 
	· Changes in government legislation that have impacted on employment terms and conditions – furlough scheme. 


	Environmental 
	· Covid -19 a global pandemic that has seen business having to adapt to new working ways.  
· The shift of learning needs and wants with the environment of learning going more digital coming away from class room learning.  



[bookmark: _Toc70600622]Appendix 2   Action Plan 
	Ref.
	Recommendation
	Person Responsible
	By When
	Resources Required (Cost)

	1
	Burns Pet Nutrition Ltd organising external Mental Health Awareness / Mental Health first Aid training. 

	HR Officer & HR Manager  
	Ongoing. 
	The costs per delegate is £60 and there is 15 managers who need the course bringing the cost to £900 for a 1 day course.   

	2.
	HR Training Days in each department.   
	HR Manager & HR Officer
	Ongoing project. 
	There will be the day cost of the HR manager and HR Officer’s salaries. There will also be a cost of booking out training rooms which is £60 per day for the training rooms.    

	3.
	Time to Change Pledge & Time to change Employee Champions.

	HR Manager, HR Officer and external support from the time to change admin. 
	Ongoing in the process. 
	This process will be at the cost and time of the HR department salaries of HR manager and HR Officer. 
This will also need the time of employee champions which will be a day of training of the managers and the cost of their time. 

	4. 
	Developing an internal platform for managers. 
	HR Manager, HR Officer and IT department. 
	Ongoing early stages.
	This platform will be available for managers only and will take the time/costings of 2 of the IT professionals. 
The materials uploaded to the platform will take the time of the HR department to create. 






 
2

image3.jpeg
VARK Learning Styles

+pictures

+listening
«diagrams *lectures.
sillustrations «recordings

A\

Kinesthetic

«experience +readingthe

«observation material
*activity, *writing
«experimentation

summations




image1.wmf

image2.wmf

