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Task: In an EU country of choice, identify current legislation related to employee training and development and critically evaluate the extent to which the legislation meets its aims


In the current competitive and unpredictable world, the achievement of an organisation, in any sector, is dependent on its employees. As the successes or setbacks an organisation undergoes is reliant on the performance of its employees. Human Resources teams, within an organisation, have a focus on training and development, so that they are addressing any disparities between present and expected performance. As organisations look for ways to attain profit related targets, it is imperative that they recognise the value of, and undertake, relevant training and development in relation to employee performance and assessment (Rodriguez,2017).
Rodriguez (2017) defined training as an “organised activity aimed at imparting information and/or instructions to improve the recipient's performance or to help him or her attain a required level of knowledge or skill.” The planned activities in training programmes focus on improving the levels of essential skills, knowledge and competency of an individual. Training also delivers important messages in order that individual employees are conscious of procedures and rules that will influence their behaviour and thus more effectively attain their job specifications. The proficiency of individual employees, groups of employees and organisations is extended, as training is driven by the requirement to further develop employee skills in order to attain organisational targets. 
Development can be considered as training, such as acquiring new skills and abilities to enable individual growth, but it can also be viewed as the rounded, long-term development of individuals, which enables them to fulfil future positions and adopt specific responsibilities. Employee training and development is a combined enterprise between the employee and the employer and is essential if the employee is to further develop their skills and knowledge to complete job activities effectively, adopt new responsibilities and have the ability to adjust to changing conditions.
Organisations aim for success through a range of programs, capabilities, services and products, and well-trained individuals need to plan, develop, implement and sustain these elements. Therefore, employees are capable of impacting positively on organisational outcomes if the challenge and investment of employee training and development is met by an organisation. Organisations that focus on employee training and development demonstrate that they are benefitting from having employees with high levels of potential and employees committed to attaining greater responsibilities. This agreement between organisations and individual employees results in them uniting and attaining long-term commitment through training opportunities and occupation progression (Akter,2016). 
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Noe (2018) states that training and development opportunities for employees, at all levels in an organisation, supports them in achieving varied targets. Human resources departments in an organisation view training and development as an important part of their planning, as it benefits from the returns of individual employees, it produces enhanced quality of work at all levels and it could entice talented individuals to join the organisation. Broadly, training and development enhances individuals thinking abilities and creativity and develops the capabilities to move between tasks of different natures within an organisation. This results in improved decision making, upgraded complaints management, enhanced customer service and greater overall efficiency. Training and development is necessary to position individual employees in an organisation and to heighten their operational and managerial abilities. Careful planning, structure and provision of core competences throughout the training and development programme, augments the probability for individual employees to operate effectively and supports an organisations strategic aims in establishing a learning culture. As a result, the organisation will enjoy greater success, as it has equipped employees with the skills to execute tasks effectively, become more productive and enjoy job satisfaction.
Stredwick (2005) states that the ultimate aim of training and development is learning, that is, individual employees gaining skills, competencies, knowledge, behaviours and attitudes. However, the focus is not purely on individuals learning for learning sake. To have support and funding, the training needs to be credible and proven to enhance the effectiveness of employee performance. Learning and improving employee performance should be able to demonstrate the positive impact it would have on the competitive advantage of an organisation. Learning should support the strategy of an organisation and have a positive impact on outcomes, such as, productivity and key staff retention. 
From the viewpoint of an organisation, learning has a positive impact on the development of intangible assets, such as human capital. Human capital can be more important than physical or financial capital, as it comprises of knowledge, highly developed skills and the incentive to present high quality services and goods. As this human capital is exclusive to an organisation, thus either copying or buying is problematic, its value is in providing an organisation with competitive advantage.
Below is an example of the business role of training and development. 
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Figure 1 (Stredwick, 2005)

As demonstrated in the diagram above, there are various ways that learning occurs in an organisation, which is represented in the outer circle. Formal training and development denotes the courses, programmes and events an organisation may develop and arrange. These could be online or direct training events that individual employees must be present at (Stredwick,2005).
Training not taking place in a formal learning setting is informal learning. This could be instigated by the learner who is inspired to develop, and usually comprises of action and doing. There is no teacher with informal learning, as it is structured by the learner, and this learning take place on an as-required basis, possibly involving lone learning, direct learning or learning using technology. This learning can take place in a variety of ways, including email, mentoring or unplanned exchanges with colleagues.
According to Stredwick (2005) knowledge management, which contributes to informal learning, is the practice of improving the performance of an organisation. This is achieved by creating and applying tools, systems, processes, structures, using knowledge, sharing and cultures to enhance the creation. 
Organisations aim to train and develop employees by utilising an effectual training package. This package enables individuals to practice newly acquired skills and knowledge by actively taking part in the learning process. (Stredwick 2003) describes the training process in four phases.
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								Figure 2 (Stredwick,2005)
The initial stage one of the process is to determine the learning needs. This stage identifies training events that validates investment by an organisation, meets their criteria for improvement and allows them to target certain knowledge, attitude and skills, which will enhance individual employee performance. This stage is particularly valuable to an organisation when employing new staff or when, internally, employees are promoted or transferred. The organisation can determine the job requirements, consider the existing skills of individuals and identify the training and development required to fulfil specific roles (Stredwick,2005).  
Designing the training is the next stage in the process. The organisation will need to consider the location of the training, on or off site, and decide whether training is undertaken by personnel within the organisation or outsourced to a training provider. At this stage, thought should also be given to the method used to deliver the training, which could include group discussion or role-play.
The third stage in the process is delivering the training programme. Trainers need to be assigned and the training method determined. Methods could include group training, workshops, on-the-job-training, seminars, e-learning and one-on-one training.
As Stredwick (2005) explains, a balance of subjective and objective evaluation of the training constitutes the final and vital stage of the process. Subjective evaluation involves the trainer and the trainees. The trainer will evaluate how well the training has gone and the trainee will forward their opinion of the training at specific stages during the programme. The organisation can adopt other strong objective measures, including noting enhanced employee performance relating to customer relations, productivity and quality of goods produced. However, certain training can extend over a period of time and the benefits and impact are evaluated a few years after completion of the training, such as graduate training.
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The UK government have attempted to upgrade the level of vocational training for many years, but the two key issues are unemployment and skills shortages, particularly amid younger people. As a result, an employment and training act was introduced in the UK in 1973, “which is an Act to establish public authorities concerned with arrangements for persons to obtain employment and with arrangements for training for employment” (Legislation.gov.uk,2020). Legislation.gov.uk (2020) states that the Employment Rights Act 1996 governs the majority of the employment relationship, including but not limited to entitlements around study and training, and ensures that individual employees are entitled to undertake training as part of working hours.
Apprenticeships have developed into strategic government policy in the UK and this widespread training scheme supports individuals in gaining employment and develop new skills. Apprenticeships blend practical experience, acquired whilst undertaking the job, and theoretical knowledge about a specific trade or a variety of trades. Assets.publishing.service.gov.uk (2019) claims that, apprenticeship training should lay the foundation for occupational competence and the capacity to add to this as required throughout working life. Macleod and Hughes (2006) note that there is no generally concurred definition of what an apprenticeship comprises of. However, policy development and academic research personnel have suggested definitions.
The Modern Apprenticeship Advisory Committee (2001) suggested that, as a type of personal development, there were several defining components of an apprenticeship. These components should include a settlement by the employer to provide training for an individual, utilising the systems, equipment and staff within the organisation and ensure a combination of on-the-job and off-the-job learning. In addition, when the training had been completed and the apprentice has attained competency in a profession, trade or occupation, it should be publicly acknowledged.
Stredwick (2005) claims that apprenticeships have actually been in place for hundreds of years. Industrial Training Boards were established in the 1960s and 1970s. These boards taxed organisations and, the funds collected from these taxes, were then returned to organisations on the condition that they conducted training in an agreed approach. However, this system demonstrated no quantifiable escalation in the quality or quantity of training. 
In the early 1980s, most of the Industrial Training Boards had been closed down. Greater emphasis was then placed on organisations being compelled to improve training opportunities in a competitive marketplace. The Youth Opportunity Scheme (1980) and the Youth Training Scheme (1983) aimed to reduce unemployment by 
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providing organisations, that consented to discharge approved training schemes, with free or subsidised young people (Stredwick,2005). 
 At the end of the 1980s and 1990s, unemployment decreased, and the government were able to consider a wider range of training. In 2001, the National Learning and Skills Council was established to encourage post-16 education and training and manage the funding for, and the quality assurance of, training. Modern Apprenticeships were the vehicle for attaining these goals. 
Stredwick (2005) explains that, by 2010, this was replaced by the new organisations the UK Commission for Employment and Skills, Sector Skills Councils and The Skills Funding Agency. These organisations were established to heighten the value and availability of apprenticeships and vocational training, ensure qualifications attained met industry requirements and develop apprenticeship frameworks.
The idea of apprenticeships assisting organisations to develop skilled employees has not changed over the years. Stredwick (2005) states that, the most recent UK act on apprenticeships, The Apprenticeships, Skills, Children and Learning Act 2009, provided a statutory foundation for the apprenticeship programme. In 2013, any qualified young person had a statutory entitlement to engage with an apprenticeship, with the legal protection of the apprenticeship being a contract of service.
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Figure 3 (commonslibrary.parliament.uk,2020)

The above graph demonstrates that there was a significant increase, from two hundred and seventy-nine thousand seven hundred to four hundred and fifty-seven thousand two hundred in numbers and equivalent to sixty-three percent, in the amount of apprenticeships starts between 2009/10 and 2010/11. However, this 
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trend reversed between 2011/12 and 2013/14, falling from five hundred and twenty thousand six hundred to four hundred and forty thousand four hundred and this can be ascribed to the introduction of the Single Individualised Learner Record. This record is the main data collection, requested from learning providers, relating to work-based learning and education in England. In 2014/15 apprenticeship starts increased again, following a fall in previous years. Evidence from commonslibrary.parliament.uk (2020) demonstrates that there were two point four million apprenticeship starts between 2010 and 2015, demonstrating that the 2009 Apprenticeships, Skills, Children and Learning Act, which had the target to increase the number of apprenticeships, was achieved. Nevertheless, there was a decrease in numbers of apprenticeships between 2015 and 2017. 

[image: ]
       Figure 4 (commonslibrary.parliament.uk,2020)

Gov.uk (2020) explains that, the Government had aimed for three million apprenticeships to begin in England between 2015 and 2020 but, as a consequence of the dip in 2017, the Government also started an apprenticeship levy to support attaining this target. Commonslibrary.parliament.uk (2020) explains that, the apprenticeship levy aims to provide long-term, sustainable, financial support for new apprenticeships and give employers the opportunity to provide their employees with appropriate training. The outcome aimed for is to achieve a higher rate of employment, with improved quantity and quality of the workforce. This pertains to all employers in the UK with a three million or greater annual wage bill, whether they do or do not facilitate apprenticeships in their organisation, but the funding must be directed purely at financing apprenticeship training and final assessments. Those 
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employers not qualifying for the apprenticeship levy financing are obliged to co-invest five percent to fund training with the government contributing ninety-five percent. Scotland, Northern Ireland and Wales allocate levy monies collected from employers to the relevant devolved authority dependant on their specific strategy. This apprenticeship levy ensures there is greater funding available for apprenticeship training and it enables employers to select the amount of apprenticeships they offer and when the training takes place. The Finance Bill 2016 required employers to pay a levy, at a rate of nought point five percent, on their pay bills, but the Apprenticeship Levy is a new measure (Legislation.gov.uk,2020). 
The house of common apprenticeship statistics report (2020) determines that there were seven hundred and forty two thousand and for hundred people taking part in an apprenticeship in England in 2018/19, three hundred and ninety three thousand and four hundred apprenticeship starts and one hundred and eighty five thousand one hundred apprenticeship attainments. However, there were seventy-two thousand and four hundred less people engaging in an apprenticeship in 2018/19 than there was in 2017/18. The number of apprenticeship starts has increased since 2018, but figures remain below the figures prior to the introduction of the new funding system. 
These figures demonstrate that, introducing the levy system to meet the aims of The Apprenticeships, Skills, Children and Learning Act 2009, has not been wholly effective. The apprenticeship levy survey (2019) showed that there were a number of negative findings. Twenty-four percent of organisations stated that the levy had made the cost of training higher and sixty percent believed that it made learning and development more complex. Twenty-eight percent of organisations declared that the term ‘apprentice’ made it less appealing and thirty-two percent alleged that the levy moved finance off more important learning and development. Therefore, numerous organisations perceive the apprenticeship levy as additional tax cost and not as prospective future investment. Many larger organisations pay in more than they will get back and it can be a difficult system to manage. 
The apprenticeship levy is paid monthly by employers to HM Revenue and Customs through Pay A You Earn, a simple system comparable to how income tax and National Insurance are paid. However, complications set in as employers are required to access apprenticeship funds digitally, following which they are provided with vouchers to fund apprentice training. The Open University gathered data which divulged that many organisations are not making effective use of the apprenticeship levy. Figures showed that, since the introduction of the levy, one point three nine 
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billion was paid in in one year but just one hundred and eight million, less than nought point one percent, was extracted from the online system (Redflagalert,2020).  
The IoD's head of policy research, Seamus Nevin, states that "Today's figures are a warning for the government, as it becomes increasingly unlikely that they will meet their three million new starters target," The levy is the right idea, but the system is ripe for reform." Verity Davidge, from the manufacturers’ organisation EEF, declares that "It is clear the apprenticeship levy and wider reforms aren't working and need a radical rethink. Government must listen to business concerns” (BBC, 2020). However, Anne Milton, Minister for Apprenticeships and Skills, maintains that time is need for employers to adapt to the change and that it must be remembered that the reforms were introduced to ensure organisations had control of quality training and development. Organisations have the opportunity to plan long-term, as the levy funds can be spent over a two-year period and capitalise on the opportunities learners and employers gain from an apprenticeship (FENews, 2019). The 2019 apprenticeship levy survey demonstrates that thirty-five percent of apprentices are more productive when working through the apprenticeship scheme and this increases to forty-four percent when the apprenticeship has been completed successfully.
The cbi.org.uk (2019) has recognised that vital steps the Government needs to implement, to heighten employers’ confidence in the levy in order that it attends to skills gaps, include improving organisations’ comprehension of the system, guaranteeing that the system is easier to access, enabling organisations to acquire the appropriate training and providing a financial plan that allows organisations to utilise the levy to address the needs of all apprentices, whatever their age or level.
An important advantage of the apprenticeship levy includes the same funding and opportunities for people of any age. Prior to the introduction of the apprenticeship levy, apprenticeship starts were based on the apprenticeship framework, which meant that the government funded training for sixteen to eighteen years old and half funded training for nineteen to twenty-three year olds or those over aged twenty-four (commonslibrary.parliament.uk, 2020). 
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Figure 5 (commonslibrary.parliament.uk,2020)

The introduction of the new scheme saw changes to the age profile of those starting apprenticeships and, the above chart from commonslibrary.parliament.uk (2020) highlights that, in 2018/19 there were fewer starters under aged nineteen and more over aged twenty-four. This was a result of the funding enabling employers to choose between upskilling existing employees or recruiting young people to train to acquire new skills. Upskilling existing employees can be more beneficial for an organisation, as these employees already have a working knowledge of the organisation and so it is a quicker process. In addition, investing in existing employees would require less financing than recruitment and existing employees have the opportunity to progress in their career.
The above table illustrates many changes in 2018/19. Apprenticeship starts comprised of forty six percent of people aged twenty-four or over, twenty nine percent of people aged nineteen to twenty-four and twenty five percent of people aged under nineteen. Therefore, seventy five percent of apprenticeship starts were attributed to people age nineteen or over. In contrast, in 2017/18 the lower figure of seventy one percent of apprenticeships were started by people aged nineteen or over, which highlights that organisations were often choosing to upskill their workforce employees rather than recruiting new employees (commonslibrary.parliament.uk,2020). Therefore, it can be argued that the levy system, which aimed to support the reducing of unemployment, specifically young people, did not fully achieve its target as an average over the years demonstrates that there has been a decrease in the number of apprentices under the ages of nineteen and twenty-four years old. 
There is evidence in the house of commons youth unemployment statistic report (2020) that since 2004, the amount of people aged sixteen to twenty-four years old 
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unemployed in the UK has decreased. Three hundred and eight five thousand people in the same age category were unemployed in the UK in 2019, higher by thirteen thousand from the previous year. Conversely, the 2019 apprenticeship levy survey indicates that a greater number of apprentices remained employed by their organisations, six months after concluding an apprenticeship, compared to before the introduction of the levy. This can be attributed to apprentices being already employed by an organisation, even though unemployment levels had risen following the introduction of the apprenticeship levy.
Generally, mixed outcomes are highlighted in data from the first two years of the levy. Both the levy and modifications in regulations have resulted in organisations seeking return on their investment and to secure investment in skills they will require in the future. The levy has enabled employers to take the opportunity to spread apprenticeships into different areas of an organisation, where they previously may not have been available, and to provide development and upskilling opportunities to current employees. Employers can utilise what the levy offers and how it can be effectively managed, sharing best practice and learning best practice together, as a workforce development tool. However, there is a general decrease in apprenticeship starts that can be partly ascribed to organisations being apprehensive about the Apprenticeship levy. It is maintained by the government that, although the levy has impacted negatively on apprenticeship numbers, it has had a positive impact on the number of valuable apprenticeship programmes. However, previous governments have argued that, gaps in skills have not been met but there has been an increase in higher level qualifications (cbi.org.uk, 2019). 
A serious consideration for the UK government is that training and development is based on equality. To encourage greater opportunities for employment and training accessible for disabled persons, the employment and training act 1973 contains such provisions. The Equality Act 2010 was a collation of all the different discrimination laws, and under this act, disabled persons have the right to be protected from discrimination and treated equally, including when pertinent to education and employment (Legislation.gov.uk,2020). 
As shown in Beta.gov.wales (2019) “the welsh government believes that having the option to succeed is a right that every person should aspire to achieve, no matter their physical or learning difficulties”. The Welsh Government is steadfast in ensuring that Wales is equitable and impartial and a place where all people, with or without disabilities, have access to apprenticeships. Wales aim to develop a workforce that echoes communities, with employers that employ from a wide range of the 
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population. People with disabilities must be able to gain support and have the opportunity to pursue a career and give to society.

[image: ] 
Figure 6 (Beta.gov.wales,2019)
As shown in the table above, between 2013 and 2018, the goals of the equality act were met, as there was an increase in the numbers of disabled persons engaging in apprenticeships. 
It is notable however, that in Wales the number of disabled people engaging in apprenticeships is not balanced to the Welsh disabled population. Twenty percent of working age people have either a health condition or a disability, but there are a very limited number of disabled apprentices in Wales. Disabled World (2020) claim that, as many employers lack comprehension about a disabled person’s abilities, and have concerns about their responsibilities in relation to providing accommodation, they are, therefore, hesitant about recruiting. However, it is beneficial for an organisation to employ people with disabilities as these people are proficient and fruitful employees who usually remain long term with employers, thus reducing the finance required for recruitment and training. In addition, employers usually benefit from employing disabled people through receiving tax, wages support and further benefits.
England is also steadfast in ensuring that their country is equitable and impartial and that all people, with or without disabilities, have access to apprenticeships. Evidence from the commonslibrary.parliament.uk (2020) highlights that, in 2018/19 statistics illustrate that twelve percent, a rise from eleven-point two percent in 2017/18, of apprenticeship starts were people with disabilities or learning impediments. The graph below highlights that the aims of the act were met, as the number of 
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apprenticeship starts by people with disabilities or learning impediments increased each year from 2011/12 to 2018/19, with just a slight dip in 2013/14.

[image: ]
Figure 7 (commonslibrary.parliament.uk,2020)

The positive impact on disabled persons, due to the equality act, is highlighted by Disabilityrightsuk (2017). In this guide, a personal story is used to illustrate success. Dale Connell, who has cerebral palsy and learning difficulties, engaged in an apprenticeship, with Nature’s Landscapes, in Horticulture. The apprenticeship was managed by Newcastle City, with the assistance of Newcastle College. On finishing school, Dale believed he had limited future prospects and little confidence. However, despite this, Dale engaged with the apprenticeship, attaining Level two Diploma in Horticulture, along with achieving success in other vocational studies, and was the winner of the North East Pearson Award for Intermediate Apprentice of the Year. Dale now states that he has self-belief, is more positive and is planning his future. “I have received so much help, advice and support that I never knew was available” (disabilityrightsuk, 2017). The many personal stories in disibilityrightsuk (2017) highlight the fact that many apprentices with disabilities have positive experiences, as, for example, training providers, have a range of support services available.
Employees benefit from training and development and job satisfaction and, to achieve this, they want employers to care about them. An organisation with expenditure on employees benefits from this expenditure and, by financing training and development, employees gain job satisfaction resulting in lower staff turnover. 
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By providing opportunities for training and development, employers are financing the future career of employees and, this further advances an organisation’s trustworthiness and the employee loyalty to the organisation. Employees will want to remain with an organisation when their skills and endeavours are recognised. If an employee believes their work is integral to the success of their organisation, are unlikely to leave the organisation, even if there would be financial benefits to do so. Salary and benefits are naturally important elements for recruitment and retention, but employees would also be looking for opportunities to upskill or acquire new skills and to professionally develop. Consequently, meeting the needs of employees ensures enhanced confidence and self-esteem level and job satisfaction (Jehanzeb,2013). 
Effective training and development have a positive impact on employee job-related performance, as the effect of training on skills and attitudes brings about positive change and benefits the employer. However, the effectiveness of training can differ, according to the skills taught and the training transfer technique. The advantages of employee training and development are also reliant on the employee being given the opportunity to practice tasks and technical skills, thus being able to acquire further knowledge and improved abilities. An organisation providing quality training opportunities will heighten employee performance, as the acquisition of professional and technical skills have a direct impact on effective working.
Jehanzeb (2013) explains that, employee training and development is beneficial to an organisation in terms of remaining solvent and competitive and, although costly, organisations will benefit from the positive impact it will have on their investment. It is important that organisations plan for, and finance, employees training and development, to sustain position in the marketplace. Organisations need to develop learning environments that will enable employees to develop competitive ability and further their knowledge of the organisation. Further benefits to organisations, investing in employee training and development, include a rise in profits, difference in their local market, attracting current and perspective employees, gaining new clients to the business and further enhancing their façade as the best employers to work for.
There are a range of advantages for employers providing employee training and development, but the potential disadvantages on an organisation, existing staff and new employees need to be recognised. 
Assisting the competition can be a disadvantage for an organisation in a competitive field. When an organisation trains new and inexperienced employees to complete 
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job tasks effectively, judging loyalty prior to financing training is essential.  Aftergaining valuable skills, employees could seek a better job offer elsewhere and this could ultimately benefit a competitor. 
An organisation losing daily time on operations, due to training, is a potential disadvantage. In addition, an organisation may not have the necessary time to facilitate training effectively. If time allocated to training is insufficient, employees may not gain the required skills, understanding and knowledge to work successfully. 
The cost of the training process for employees is potentially one of the main disadvantages for an organisation. If training takes place internally, then an employee is being paid to train, not work productively, if training utilises outside trainers or employees access external training in a different location, then there is a financial cost (bizfluent,2020). 
In conclusion, effective training and development opportunities are vital if employees are to complete their work at their full potential. Employees are responsible for the quality of services and products and greater customer satisfaction and are the most valuable asset an organisation can have. Training and development is a necessary tool to support employees in developing attributes such as efficiency, satisfaction, motivation, productivity and innovation in the work place and to ultimately maximise performance. Recognising, for employees, the appropriate learning opportunities will support an organisation in securing competitive advantage in the global market. 
As demonstrated, the developments in legislation over the years has had a positive impact on the quality and outcomes from training, for both learners and employers. Research indicates that most training is completed through apprenticeships and that further improvements can still be made. The UK have declared their commitment to adhering to the legislation and provide training and development opportunities for a wide age range of people, including those with disabilities. Therefore, although the aims of the legislation have not been fully achieved, it is clear that it has already enhanced the lives and future prospects of many people. It has provided employers with the opportunity to benefit from the many advantages gained when quality training and development is central to the ethos of an organisation.





15
References
Akter, N., 2016. Employee Training and Employee Development Is the Predictors of Employee Performance, 18(11), pp.48-57.
BBC News. 2020. Apprenticeship Levy Is 'Not Working'. [online] Available at: <https://www.bbc.co.uk/news/business-42818613> [Accessed 9 May 2020].
Bizfluent. 2020. What Are The Disadvantages In Training Employees?. [online] Available at: <https://bizfluent.com/info-8026443-disadvantages-training-employees.html> [Accessed 10 May 2020].
Cbi.org.uk. 2020. [online] Available at: <https://www.cbi.org.uk/media/3419/learning-on-the-job-improving-the-apprenticeship-levy.pdf> [Accessed 9 May 2020].
Disabilityrightsuk.org. 2020. [online] Available at: <https://www.disabilityrightsuk.org/sites/default/files/pdf/IntoApprenticeships2017.pdf> [Accessed 7 May 2020].
GOV.UK. 2020. Apprenticeship Levy. [online] Available at: <https://www.gov.uk/government/publications/apprenticeship-levy/apprenticeship-levy> [Accessed 10 May 2020].
GOV.UK. 2020. Key Facts You Should Know About The Apprenticeship Levy. [online] Available at: <https://www.gov.uk/government/news/key-facts-you-should-know-about-the-apprenticeship-levy> [Accessed 9 May 2020].
Gov.wales. 2020. [online] Available at: <https://gov.wales/sites/default/files/publications/2018-11/inclusive-apprenticeships-disability-action-plan-for-apprenticeships-2018-21-1.pdf> [Accessed 7 May 2020].
Jehanzeb, K., 2013. Training and Development Program and its Benefits to Employee and Organization: A Conceptual Study, 5(2).
Legislation.gov.uk. 2020. Equality Act 2010. [online] Available at: <http://www.legislation.gov.uk/ukpga/2010/15/contents> [Accessed 9 May 2020].
Legislation.gov.uk. 2020. Finance Act 2016. [online] Available at: <http://www.legislation.gov.uk/ukpga/2016/24/contents/enacted> [Accessed 9 May 2020].
Macleod, D., 2006. Apprenticeships: A review of recent policy and practice,.

16
Milton, A., 2020. The Education People Receive, The Role Post 16 Education Plays, And The Impact On Health And In Wider Society Cannot Be Underestimated Says Anne Milton. [online] FE News. Available at: <https://www.fenews.co.uk/fevoices/31265-the-education-people-receive-the-role-post-16-education-plays-and-the-impact-on-health-and-in-wider-society-cannot-be-underestimated-says-anne-milton> [Accessed 8 May 2020].
Mpfglobal.com. 2020. [online] Available at: <https://www.mpfglobal.com/media/684072/apprenticeship-levy-survey-2019.pdf> [Accessed 9 May 2020].
Noe, R., 2018. Employee Training And Development, 7E. 2nd ed. McGraw-Hill Education.
Powell, A. and Foley, N., 2020. Apprenticeship Statistics For England. [online] House of Commons Library. Available at: <https://commonslibrary.parliament.uk/research-briefings/sn06113/> [Accessed 8 May 2020].
Powell, A., Francis-Devine, B. and Foley, N., 2020. Youth Unemployment Statistics. [online] House of Commons Library. Available at: <https://commonslibrary.parliament.uk/research-briefings/sn05871/> [Accessed 10 May 2020].
Red Flag Alert. 2020. Apprenticeship Levy Update | Three Big Problems. [online] Available at: <https://www.redflagalert.com/articles/analysis/why-the-governments-apprenticeship-levy-is-failing> [Accessed 8 May 2020].
Researchbriefings.files.parliament.uk. 2020. [online] Available at: <https://researchbriefings.files.parliament.uk/documents/SN03052/SN03052.pdf> [Accessed 10 May 2020].
Rodriguez, J., 2017. The Importance of Training and Development in employee performance and evaluation, 3(4).
Saengchai, S., Siriattakul, P. and Jermsittiparsert, K., 2019. The Mediating Role of Employee Engagement between Team and Co-worker Relation, Work Environment, Training and Development and Employee Performance. International Journal of Psychosocial Rehabilitation, 23(4), pp.853-864.
Services.parliament.uk. 2020. Apprenticeships, Skills, Children And Learning Act 2009 — UK Parliament. [online] Available at: <https://services.parliament.uk/bills/2008-09/apprenticeshipsskillschildrenandlearning.html> [Accessed 8 May 2020].

17
Stredwick, J., 2014. An Introduction To Human Resource Management. Londres: Routledge.
Webcache.googleusercontent.com. 2020. 2019 Survey On The UK Apprenticeship Levy. [online] Available at: <https://webcache.googleusercontent.com/search?q=cache:LnkUfG4teBkJ:https://www.mpfglobal.com/media/684072/apprenticeship-levy-survey-2019.pdf+&cd=1&hl=en&ct=clnk&gl=uk> [Accessed 10 May 2020].





















18
image1.jpeg
Prifysgol Cymru
£ Y Drindod Dewi Sant
" University of Wales
Trinity Saint David

)




image2.png




image3.png
Suagu 1
detiythe

Y

saped Sogez
P Deshe
oy g

N - 2

sape
Debttne
rining.




image4.png
Apprenticeship starts in England since 1996/97, thousands
600 -

500 +
400 A
300 4
200 A

100 A

N ”)\QV

A D ® N Qv o O Q& RIS
R R ORI L E &P NN
FPNP PSP FSE NS LN

0)\.\0\\'\




image5.png
2011/12t02018/19, Thousands
600
500

A 521 510 500 509 495
3 376 393
2
100
0

8 8 8

1112
12/13
13/14
14/15
15/16
16/17
17/18
18/19




image6.png
Apprenticeship starts in

England by age, thousands

600

500

400 +

300

200

100

229.9

122.8

25+
m19-24
Under 19

155.5

106.6 97.7

2016/17

201718 2018119




image7.png
2013/ | 2014/ | 2016/ | 2017/
2014 2015 2017 2018

Disability (impacting 11% 1.2% 13% 1.5%
upon ability to learn and/
or use general facilities)

Disability and Learning 3.4% 4.2% 4.6% 5.3%
Difficulties (impacting

upon ability to learn and/

or use general facilities)




image8.png
Apprenticeship starts by learners with a difficulty/disability in

England
2010/11t02018/19, thousands

60 -

50

50.6 [l 50.9
40 0o 204 . B3
30 | E3 38.2
20 -
10 A
0

10/11 11712 12/13 13/14 14/15 15/16 16/17 17/18 18/19






 


 


 


 


 


 


 


 


Module: 


Human Resource Management


 


(M6X0129


1


)


 


 


Programme


: 


Bsc (Hons)


 


Logistics and Supply Chain Management


 


 


Student


: Jodi Emanuelli


 


 


Student Number


: P093663


 


 


Lecturer


: 


Gra


ham


 


Orr


 


 


 


Task


: 


In an EU country of choice, identify current 


legislation related to employee 


training and development and critically evaluate the extent to which the legislation 


meets its aims


 


 


 




                Module:  Human Resource Management   (M6X0129 1 )     Programme :  Bsc (Hons)   Logistics and Supply Chain Management     Student : Jodi Emanuelli     Student Number : P093663     Lecturer :  Gra ham   Orr       Task :  In an EU country of choice, identify current  legislation related to employee  training and development and critically evaluate the extent to which the legislation  meets its aims      

