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 AC6.2 Describe different types of learning needs and reasons why they arise for individuals and organisations.
There are many different types of learning needs that can arise for both individuals and the organisation. One type of could be a gap in an employee’s skillset or where a performance issue has been highlighted, for example, an employee could be tasked with becoming a first aider for the department and would need to undertake training to carry out this role.  This would be beneficial for both the individual and the organisation, the employee would have been upskilled and gained a qualification and the organisation will benefit as they have a qualified first aider to adhere to health and safety policies.  Alternatively, an employee could be underperforming, and a learning need could be identified, for example a sales assistant may not be achieving their sales targets and would benefit from sales training, this would benefit the individual as they would gain further knowledge to help them achieve their targets and would benefit the organisation as sales would increase and in turn increasing profits (Munns, 2019). The learning needs as described above arise from internal needs, however there are circumstances that arise externally that require learning needs within their organisation. They can be determined using the PESTLE analysis, political, economic, social, technology, legal and environmental (CIPD, 2023).  For example, GDPR which would be identified under legal, and was introduced in April 2016 to cover data protection, all organisations must comply and is mandatory to all employees, this is both beneficial to individuals and the organisation, it clearly outlines legally what can or cannot be done and ensures that organisations are compliant in their usage of data (Wikipedia Contributors, 2019). (269 words)

AC6.1 Explain why learning and development activities are of benefit to individuals and organisations.
Learning and Development activities have a big impact in making an organisation successful.  Organisations need to create good working culture and working environments for all its employees to learn, develop and grow in line with its values, goals, and ambitions.  By promoting a structured learning and development programme, the employee will feel valued and is more likely to remain engaged. They will have a clear understanding of what is expected of them and will have gained new skills and knowledge. Learning and development brings benefits for the organisation too, for example employees who are well trained and feel valued and encouraged can increase the organisations reputation.  Learning and development also helps with staff retention, by developing your employees you are not only creating an efficient, effective, and engaged workforce you are helping staff retention. A structured learning and development programme will also enhance the organisations reputation when recruiting (Why is learning and development important? (With 12 reasons), 2023). Learning and development can be used to upskill and to promote from within, and by providing the tools and knowledge to do this will help with employee retention.  Employees who feel valued and are given opportunities to grow are less likely to want to leave and find employment elsewhere, lack of opportunities to progress is a major factor for employees leaving an organisation, as stated in an article by Phil Greenway for UK Money, 19% of employees leave due to lack of opportunities (Greenway, 2022). (243) words


























	



AC6.4 Explain how, in the design and delivery of learning and development initiatives, individual requirement and preferences must be accommodated.
For Learning and development to be as effective and impactful as possible the design, delivery and individual requirements and preferences need be considered.  The design will need to be tailored to the organisational needs, for example if the organisation is looking to improve its customer service, the learning will need to include this in its design.  The needs of employees also need to be considered and how to accommodate individual differences, such as disabilities, experience, and varying skill levels, for example delivering a different level of learning such as basic, standard, or advanced (Hansen, 2019). Cultural backgrounds and culture preferences also need to be accommodated, we all learn in different ways and have preferred styles of learning, recent research has told us that for example Korean, Chinese and Filipino learners prefer visual as opposed to Anglo learners who preferred this the least (Decker, 2021).  Methods of learning and development have evolved over the years, and ways we deliver are constantly changing to meet the demands of the challenging and competitive needs of businesses today, for example the recent Covid19 pandemic, or the ever-changing world of technology (Brassey, Christensen and van Dam, 2019).  That leaves the delivery of the learning and development.  It is important to consider the method of delivery, and where and when it will take place.  All facilitators have a duty of care to treat learners with respect and with fairness and to ensure all learning is inclusive and available to all employees, delivered in a professional manner, engaging and supportive to all who attend (Waite et al., 2021). (261 words
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AC6.3 Summarise different face-to-face and blended learning and development approaches, including: facilitation, training, coaching, and mentoring.
There are many different methods of learning and development approaches and can include, online, face to face, coaching and mentoring and on the job learning.  Learning and development can be delivered both internally and externally, for example face to face learning can be delivered by an internal trainer within the organisation or it can be outsourced and delivered by an external trainer.  The benefits of an internal trainer to an organisation would be that costs are kept to a minimum or no costs involved at all, and as employees they would be familiar with the organisations values and policies. However, to outsource an external provider could prove costly but the choice of learning available would be wider (Internal vs External Training – What’s Best for Your Employees And The Company?, no date).  The recent COVID19 pandemic saw a huge surge in online learning, including asynchronous online learning which is assessed learning with a pre-recorded programme, this approach gives flexibility, and gives the learner control as to when the training is completed, however this can cause lack of motivation and takes away any potential for group discussions that may come from face to face group learning (Asynchronous Learning: Benefits and Disadvantages, no date).  Blended learning is a mix of various methods, and can include online, face to face, mentoring and coaching.  Coaching can be defined as motivating employees whereas mentoring is working alongside someone more senior who can pass on their skills and knowledge, recent research confirms that 97% of employees who had a mentor said they were valuable (Cronin, 2020). (259 words









Why is it important that organisational change is planned, and effectively managed.
Organisational Change needs to be planned and effectively managed to ensure the success and longevity of any organisation.  Adferiad is a newly formed charity that combined 4 successful charities all with unique specialities to come together to help and support more clients. The need to plan and manage this effectively is important to ensure that the charity is keeping its promise to improve the lives of their clients.
I refer to People Practice – a complete guide, which states that ‘change is not an option, and that the more we are aware of change and its potential implications the more likely we are to manage it effectively’ (Waite, 2021).  Prior to the merger of Adferiad, each charity had been relatively small, but now with just over 700 staff changes would be challenging and would need to be managed effectively.
John Kotter’s 8 steps of changes outlines the stages that can help implement well planned and effectively managed organisational changes. ‘Creating a sense of urgency’, are there any threats from potential competitors, communicating the changes effectively and allowing feedback and opinions to be discussed. Forming of the best team with the best skillset to drive the changes.  Develop a vision and strategy – By laying out your vision you are giving a clear and upfront vision of what is expected and to help the team understand what is expected of them. ‘Create short term wins’ rewarding employees who help. ‘Build on the change’ and reinforcing your changes. (Understanding Kotter’s 8-Step Change Model, 2021). Adferiad launched its strategy in a conference attended by all staff, during the conference staff were given thought provoking questions and encouraged to make ‘post it notes’ which were taken away by the board of Directors and these become the basis of our values. 
Adferiad’s vision was built upon feedback and the opinions of the staff, which gives employees the knowledge as they were based on staff’s suggestions and ideas, it also helped with the understanding of what is expected of them.  (AC3.1)






AC6.5 Discuss at least two methods of evaluating learning and development and its impact.
The purpose of evaluating learning and development is to look at the impact it has, and how effective it has been to the learner and their role. The Kirkpatrick method of evaluating learning and development was initially introduced in 1950 and having been updated over the years it remains popular today.  This method bases its evaluation on 4 stages, reaction, learning, behavior, and results.  To evaluate reaction, learning and behavior, questionnaires can be completed drawing feedback on how the learner engaged, the relevance of the training, and how the new skills have been applied to the learner’s role.  Results can be evaluated by KPI’s, for example sales figures, or how many appointments have been booked. (Valamis, 2022). Kilpatrick’s evaluation method is based mainly on quantitative information which is collecting data by means of questionnaires and surveys.  Evaluation of learning can also be collected using qualitative research.  Brinkerhoff’s success case method draws the evaluation of learning and development initially from data, but its evaluation is based on discussions with focus groups, looking into best- and worst-case scenario’s.  Kilpatrick’s method follows the journey after each stage as opposed to Brinkerhoff’s method which gives an overall evaluation at the end of the process (An Overview: Brinkerhoff’s Method for Learning Evaluation, no date). Another method, continual improvement is ongoing development and how skills and knowledge can be enhanced to improve, making changes as and when the need arises depending on feedback. This can be evaluated by various means, for example questionnaires, surveys and tests (How do you evaluate and review your continuous improvement plan and outcomes regularly?, no date). The impact of evaluation is important to both the organisation and its employees, by keeping employees engaged with development will help improve their skills and knowledge, which benefits the organisation in reaching its goals.  (299 words) Total count – 1331 words 
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