










“Strategic workforce planning is one way your Company can ensure learning is connected to organisational strategy and initiatives, as it helps your organisation predict talent gaps based on business strategy and objectives”.
DDI, 2015












Executive summary 
The following report outlines the effect of design learning interventions within Mighty Masks as a direct result of increased cyber-crime risks within the business due to the economic effect of COVID-19. 
Within the introduction a justified business case is identified and presented to the directors of the business, elaborating on the increase levels of Cyber-attacks the business has experienced in 2020 compared to 2019, how most of Mighty Mask’s employees currently working from home don’t have basic cyber-security skills and the potential costs and fines that could strongly impact the business operations if Mighty Masks decides to not take appropriate action.
The literature review considers how learning and development has been affected by Covid-19 and other external factors which has now led L&D departments to strategize new ways to deliver learning to its employees who are working from home. Within the literature review its will also consider types of learning to accommodate individual learning needs, designing and facilitating learning, measurements and the importance of acting ethically and diverse when implementing learning for all employees to retain information and putting it into practice. 
The paper will then conclude established processes and theories that will suit the business and its employees to facilitate learning within Mighty Masks.
[bookmark: _Hlk77516215]Recommendations are made to improve business management and learning and development strategy to increase organisational performance and productivity, evidenced by recent research and credible sources. 
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Glossary of Terms 
MM – Mighty Masks (Employer) 
HR – Human Resources
PESTLE – Political, Economic, Sociological, Technological, Legal and Environmental. 
ALT – Adult Learning Theory
SWOT – Strengths, Weaknesses, Opportunities, and threats
AI – Artificial Intelligence. 
SLT – Social Learning Theory
L&D – Learning and Development
PC - Politically Correct
ET – Employment Tribunal











1. [bookmark: _Hlk75123895]Introduction 
Specialising in the health and beauty sector since 1989, MM aspires to continue creating high quality, natural andNo table of contents entries found. low-cost cosmetic facemask products to all customers in over 83 countries. Starting with humble beginnings in South Wales, MM continues to operate in Neath Port Talbot providing jobs for nearly 100 employees in the local community and employing 5 employees internationally including America, France and Korea (Demographic charts in appendix 1 & 2). Although non-unionised, MM is a small SME with hierarchy structure (appendix 3), the company culture continues to be engaged despite the challenges the currently economy has faced. 
Since the COVID-19 pandemic the business has seen a lot of change in its productivity, management and operational structure. The majority of employees are still working from home and as a result has adjusted the way the company operates. Although MM is committed to providing support to its employees, this recent year had highlighted many skill gaps within the departments, management teams and the entirety of the business. 
1.2 Assignment Objectives
The aim of this report is to identify knowledge gaps within the organisation determined by the current external and internal factors that have led to a distribution to productivity of the business. By critically evaluating the knowledge gaps, the organisation can assess the required learning by using the latest technological trends. 
From the analysis of the following framework, this business report will provide innovative and realistic recommendations that will contribute to business strategy, objective and overall performance. 
1.3 Overview of Cybersecurity 
Due to the spread of the Coronavirus pandemic in March 2020, the government have ordered employer to aloe employees that can work from home to stay at home. When employees have transitioned to homeworking this has created an opportunity for cybercriminals to hack, phish and extort home workers has they have a lowered security field. This has become a significant threat to businesses, with scams being reported of cybercriminals impersonating government officials, PPE providers (Europol, 2020) and offering fake cures for Covid-19 (The Guardian, 2020) in efforts of scamming the general public and businesses in a state of worry and anxiety due to COVID-19 (Figure 1 below). 
Since home working started at MM the business has experienced an increase in attempted hacks, phishing and transmission of viruses to breach the business mainframe (appendix 4). Several phishing emails have been prevented from accessing our local network. The few that have passed through and caught our staff are resolved in the early stages before it develops in seriousness. however, with the increasing number of enquiries to the IT departments regarding the legitimacy of the phishing emails and basic virus management, it has highlighted and identified that most of the employees lacks basis cyber skills. If the business does not address this knowledge cap it could potentially cause a high expense to the company through ICO fines (ICO, 2020) and fraudulent scams. It could affect the reputation of the company by demonstrating a lack of client data protection through its cyber-security firewalls. 
[image: ]Additionally, recent research, conducted by Ipsos Mori et al (2021), found 50% businesses reported to “lacked the confidence” to carry out basic technical tasks. The research also concluded that 25% of businesses were not able to set up basic cyber protection and 20% said that employees detecting and removing malware was an issue (Brown, 2021). Figure 1: UK Timeline of cyber-crime incidents (Lallie, Harjinder Singh et al., 2021)


 




2. Literature review  
2.1 Defining L&D
According to Stewart and Cureton (2014) the L&D function has developed significantly since the 1900’s and is now intended to further educate employees and developed the business to provide a stronger productive workforce and profitable business. However, CIPD (2021) refers to the L&D functions as the most vital during Covid-19, aligning overall business strategy with the intent to develop skills within operational teams and encouraging employee engagement. 
2.2 Contextual Factors 
During the COVID-19 pandemic, it has been increasingly challenging on the HR and L&D departments to efficiently provide training to employees and manage expectations. With the looming forth industrial revolution upon us (McLeod, 2020) businesses also need to re-evaluate the workforce and prepare teams to retain jobs against automation and the possible continuation of working from home. 
Since the lockdown was enforced in March 2020, over 50% of MM’s staff are now working from home, putting increasing pressure on managers to manage their teams effectively in a remote setting and requiring staff to become more “tech literate” (Ballard, 2020) in an environment of increasing risk of cyber-attacks and fraudulent activity (Jolly, 2020). The biggest challenge for the business has been investing trust towards its employees working from home and adapting to new technology whilst protecting confidential information.
[bookmark: _Hlk77182228]In relation to L&D, studies suggest that employees are not getting the sufficient amount of training on conference calls in comparison to face to face, interactive lessons (Martinez, 2020), We can see these examples across workplaces with employees suffering from “online fatigue”, cyber-psychologists have established that continuous video calls are emotionally straining for the brain and it’s unlikely that the person will retain information based on the stigma of social perception. Additionally, drawing similarities from Shackleton-Jones (2019) learners may find it difficult to engage with course content if not mentally stimulating enough and will become and forget the course almost immediately.
Reflecting the internal factor relating to L&D within MM, although working from home since the pandemic has increased productivity within the business, many employees are currently working longer hours (Webber, 2020), This has caused its employees to push back against L&D departments as the workforce is either too busy or too exhausted.  Additionally, the Covid pandemic has lessened sales for MM and has led to redundancy and cuts in L&D budgets, however during this time it is argued that in times of financial strain businesses should continue to invest in people (Carucci, 2018; Craig, 2018). 


2.2.1 Pestle Analysis
To further evaluate the external factors affecting the L&D function within MM, a PESTLE analysis model (CIPD, 2020) can be used to evaluate six main external influences on a business.
Table 1: Pestle Analysis (CIPD, 2020)
	Factors 
	External factors

	Political 
	Government Policy

	Economic 
	Labour costs, Interest rates 

	Sociological 
	Health and Safety, demographics 

	Technological 
	Automation and AI 

	Legal 
	Changes in law i.e., employment law 

	Environmental 
	Global warming, Resourcing. 



From the Pestle analysis (Appendix 5) the external factors that affect MM significantly are technological and legal. Due to Covid-19 both areas of this pestle analysis have swiftly changed with increasing advancement in the way technology has affected business with automation, however, presents the risk of increased rated of cyber-crime. Changes within the Law surrounding covid-19 regulations have also affected how the business operates as a result with recent guidance still recommending that if employees are able to work from home, should do so instead of office working. (Welsh Government, 2021). Although these factors have altered the way MM operates, this will in turn require the business to create new ways of working by upskilling staff and innovating new ways to work and deliver training needs. 
2.2.2 Megatrends 
Further to conducting pestle analysis, other megatrends also affect how the business functions and how the L&D department can deliver training according to CIPD (2013). Factors such as technologies providing the company with the ability to collaborate and connect with other people on different platforms, such as Microsoft teams and mobility that are now allowing employees to work from anywhere in the world (Morgan, 2014) (Figure 2). Although it is argued by Cresse et al (2020) that as technology evolves it becomes a risk and has the potential to overwhelm defences.
[image: Diagram

Description automatically generated]Figure 2: The Five Trends Shaping the Future of Work (Morgan, 2014)

 2.3 Individual and collective learning
Although the established need is to enhance cyber-security skills of MM’s employees is elaborated in the introduction of this report, MM’s L&D department will need to first take into account individual and collective learning needs of the employees. Various learning theories have been established over the last century. according to Doloriert, Stewart and Sambrook (2014) who state that learning is based on the individual’s knowledge and experience but is argued by Shackleton-Jones (2019) that we learn and remember events triggered by emotional experiences supported by Barlett (1932/1995) with studies of remembering. 





2.3.1 Adult Learning Theory
First developed by Lindeman (1926), ALT (also known as andragogy) is the study of how adult learning differs from children. This was further substantiated by Knowles (1973), and established core adult learning principles that apply to all adult learning situations (Knowles et al, 2011). ALT consists of five core principles:
This method of learning does not focus on content rather the case studies, real world experiences and practical working strategies within the learning materials for adults to connect to and apply the learning to work. This is further verified by Shackleton-Jones (2019) in relation to the affective context model, which draws similarities between emotional experience learning and adulting learning experiences to retain information. It will be required to incorporate ALT within the cybersecurity learning design as MM’s as the staff are made up of a multi-generational adult workforce. Figure 3: Assumptions of Knowles’ adult learning theory. Adapted from O'Neill (2020). 






2.3.2 Individual learning Styles
[image: Chart

Description automatically generated]Tailored to meet individual learning needs, several theorists have developed models to meet and identify individual learning style including Kolb et al (1984) and Honey and Munford (1992). Learning styles, we’re created to help the individuals retain knowledge through different mediums such as Gardener’s theory of multiple intelligence (1993), for example by adding visuals, it would have accommodated the learning preferences of Spatial intelligence individuals in accordance with Gardener’s theory of multiple intelligences (Marenus, 2020).   Figure 4: Gardner's Theory of Multiple Intelligences. (Marenus, 2020)

Gardiners learning theory was based on cognitive research which relates to individual different mind sets, enabling the learning to retain and remember the information is different ways instead of contextual learning (Herndon, 2018). Although this has been criticized by Marchington and Wilkinson (2012) that in the real-world individual are usually make use of multiple learning styles instead of one.  
Although Gardiners theory has been responded to positivity in an educational setting this should be considered when implementing design learning in MM as it presents a foundation to accommodate all learners needs. 

2.3.3 Social Learning Theory 
Based on behavioural learning theory, Bandura (1977) created SLT that suggested that learning cannot be considered as a function for individuals and knowledge can be learnt from social interaction and environment. Further to this by sharing experiences with others working practices and mistakes workforces can learn from each other and work more effectively in their day-to-day roles. 
Additionally, Jeffery (2015) wrote about how social media has been affecting SLT. Through social media platforms such as LinkedIn, Facebook and CIPD community, learners now have the opportunity to learn from others around the world and get a wider perceptive on workplace practice. Hart (2011) further stated that learning through social media platforms is based on people socially connecting and collaborating, which will eventually replace classroom and formalised learning. Although effective, this method has been criticized, there is a risk that false, unethical or misinformative information can be share though this theory of learning (Guilbeault, Woolley and Becker, 2021).
2.4 Learning Design 
Learning design is a method that encourages learning experiences using different platforms such as how the teaching will be delivered, if the training will be in a formal setting or informal work-based setting etc. that are in line with the learners needs (Ordorica, 2019). Learning design attempts to form an long term foundation to the structure of education of work related skills and understanding. 
2.4.1 Design Thinking
NNgroup and Gibbons, (2019) identify design learning in two aspects. Firstly, Design thinking describes 6 primary steps when addressing a defined challenge. The steps in order are: Empathize, define, ideate, prototype, test and implement (Figure 5).
Empathise focuses on observational data and personal feedback of the individual. This will define the user requirements when addressing the challenge. It may also expose preexisting weaknesses in processes which prevent the learner reaching their potential.
Define targets the root of the challenge, identifying the requirements that need to be satisfied in order overcome the challenge provided. 
Ideate builds on step 2 where the learner begins to understand the problem and begin to form possible solutions and how to execute them.
Prototype is the step where the plan on execution takes place, forming a roadmap of defined actions to overcome the challenge.
The Test stage is where the plan is first carried out to ensure that it satisfies the requirements defines in stage 2. If the test stage is deemed successful, that the plan is then further implemented on a wider scale through the business.
The second part of design thinking addresses the problem while keeping the behaviors and critical thinking of the individual at the center of the learning process. It is important to understand that the individual can follow the steps and produce results effectively.
This part is what allows the process to be cyclical, as at each stage we can assess if this plan expresses and meets the requirements of the user. This prevents situations where objectively an issue is resolve but the inherent problem that gave rose to the problem have not been addressed.
[image: Diagram

Description automatically generated]Figure 5: Design Thinking Model (Gibbons, 2016)




2.4.2 Gamification
Gamification is also used as a way of learning design. The gamification approach is used to creating more effective learning intervention by using the principles of gaming (Growth Engineering, 2018). By using gaming components, the learner will be motivated and enthusiastic to complete tasks and challenges to seek rewards. 
With evolving technology and AI, people are more engaged with virtual games settings as it allows the player to control the narrative and develop their experience into personal development, therefore simulating the player to become more engaging and retain memory by using game mechanics. 
Sanei (2017) suggest that all forms of learning can incorporate gamification and gain substantial benefits in doing so. The purpose of gamification in parallel to objective learning can be broken into its 3 core components: Action, Challenge, and Reward.
Van Dam (2003) and Dale (1969) suggests that a learning course that successfully incorporates gamification acknowledges and engages in what the learner does, say( or write), hear, read and see. The importance of this is to understand that everyone responds more effectively to different / multiple sets of stimuli. The overall purpose of this approach is to invoke an emotional response in the learner where the emotional response becomes attached to the learning material.
Firstly, action is the activity in direct relationship to an objective or in this instance, a desired learning outcome. It Provides the learner a clear goal and purposeful direction in their choices when engaging for their current activity.
Secondly, challenge focuses on the learner’s ability to digest and apply the newly acquired knowledge under different circumstances. This forces the learner to revisit the information and further promote and adopt the understanding into their behavior.
Lastly, Reward positively reinforces the behaviors adopted by the learning course to ensure the longevity of the taught understanding and behaviors.
2.5 Evaluating learning and development 
Before implementation of the learning, it’s important that evaluation and measurements of learning are in place to assess the effectiveness of the training to establish it’s success and safeguards (O’Sulliavn and Mcfadden, 2014). Since Covid-19 lead to a recession within the economy (Jones, Palumbo and Brown, 2021), employers have been reluctant to invest in employees training in fear of business stability and profitability (Gaskell, 2021), however with increase Cyber-crime activity towards MM this may create a higher risk of breaches within the business. In order to assess the effectiveness of training Kirkpatrick’s model of evaluations should be considered to implement within the business as currently there is not an evaluation method for training within the business. 
Kirkpatrick model of evaluation (1979) and further modified in 1996 established 4 levels of evaluation within training. 
Figure 6: Kirkpatrick Model of evaluation. Adapted from Kirkpatrick Partners (2019)











Although Kirkpatrick model of evaluation provides a simple way for the business to effectively assess how MM training sessions have been retained (CIPD, 2021a), the model has been criticized by Alliger and Janak (1989) as the levels of the model do not interlink positively.
During the transfer of learning it’s also important to obtain data and feedback once the training session is conducted to further modify training if needed. MM can also administer cyber-security tests in the form of a phishing simulation to all employees and assess how individuals react to the simulations and how they will apply their knowledge (Eitan Katz, 2019). 
2.6 Ethical Considerations 
When developing training for employees it is vital that ethics, equality and diversity are considered and adapted during implementation of learning design. There are nine protected characteristics stated within The Equality Act (2010) this outlines that employers must not discriminate, harass or victimise individuals that fall into the category of these characteristics (Figure 7). When developing learning design programs for employees these characteristics must be considered, for example employers must consider training schedules that do not conflict with pray time for those with religious belief. Additionally, training materials must be designed for individuals with learning concerns such as dyslexia, where particular information may not be absorbed due to formatting. 
By linking diversity agenda to business agender Kandola and Fullerton (1998) stated that the need to incorporate business drivers with equality will further create a culture and climate of equality in the organisation. Additionally, by treating employees equally it will avoid any potentially mistreatment to employees such as selection criteria for training courses (CIPD, 2019). To further support equality within the company managers and HR, the business should continue to promote an equal workplace and retain their professional integrity by continuously undergoing CPD (CIPD, 2019b). 
Taking into account ethics into the L&D function, it can promote staff engagement and company culture, and boost productivity of the business (Cureton and Royce, 2014). This could present potential risk to the business reputation and possible ET if employer does not take equality and diversity into account when implementing learning inventions. 
Although the above criteria must be considered within design learning, it has been heavily criticised that businesses are becoming too “PC” (Ely, Meyerson and Davidson, 2006).  It’s also been argued by Marques (2009) that if the training is a necessary business needs and it cannot be carried out due to conflicting schedules or philosophical beliefs then this could have a detrimental effect on business operations.


Figure 7: 9 Protected Characteristics. Adapted from the Equality Act (2010)

Conclusion
In summary we find that due to COVID-19, several factors have affected the business including apply the increase of cyber-crime attempts to the businesses. (SWOT analysis appendix 6). Due to the current pandemic and recession, cyber related attacks on the business have significantly increase, taking advantage on our homebased workforce and uncertainty within employees. To avoid any potential scams, hacks or fines from the ICO, MM must invest in basic cyber-security training for its vulnerable homebased workforce. 
Before designing any learning intervention, individual and collective learning theories should be taken into consideration to further accommodate learning styles for the learner and for group interactions. Additionally, the company should be ethical and diverse when considering learning techniques to accommodate learners with physical and mental impairments. 
Using design learning and gamification models will allow the business to identify how to deliver and plan effective learning to its learners.  Once the training delivery is complete, the business must measure the impact of the training within employees, using Kirkpatrick evaluation method as a baseline to measure and implementing testing simulations to measure the learning interventions success. 
On conclusion, by evaluating the literature review above, MM must implement basic cyber-security training to adapt to the changing workplace practice and economy Since the pandemic, to eliminate any further potential risk to the business operations.  
Recommendations 
Following the above conclusion, recommendations have been made below aimed to advised MM of reasonable and realistic options that will aid the business delivering learning on Cyber-security. 
The reports suggest that the company is experiencing a high volume of cyber-crime activity due to COVID-19 and an economy that is currently ion a state of recession. To tackle the risk of being subject to cyber-hacks, Cyber scams and fines from the ICO, the company must develop workplace training relating to protection against these threats and aim to adopt an open learning culture.  Although a criticism to this approach is that MM’s CEO isn’t enthusiastic about spending additional costs on training and development due to loss of profit from recent overheads of the business, this training will reduce potential cost and flexibly would allow training to be completed inhouse instead of booking an external training provider. 
1. Implementation of Kirkpatrick’s model of evaluation and simulation testing. 
At present the company doesn’t have an established method to evaluate the effectiveness of training and development conducted in the workplace. by implementing Kirkpatrick’s model of evaluation to the business it presents a foundation for the business to start evaluating the impact of learning. Additionally, once cyber-security training has been delivered, MM can further evaluate the effectiveness of learning by implementing Cyber-crime simulations to assess if the learning has been retained or if further learning interventions are needed (Deloitte, 2019). Simulation testing can be outsourced to third party companies or delivered in house (Katz, 2019). 
2. Consider internal and external training interventions.
Dependent on budget, the business can invest in either internally or externally developed training resources for staff members (Table 2).  Although external training may contain more informative training, this can lead to an extra cost to the business and may not accommodate individual learning needs. Internally developed training provided by HR and the IT department will generate lowered cost within the company, however, may not cover essential knowledge needed due to experience. 
Table 2: Recommended Training Partners
	Development Activity 
	Training Partners 
	Cost

	Internal Training by the IT department 
	Mighty Masks 
	£163.80 average cost for time and resource. 

	Internal info graphs on Cyber security 
	Mighty Masks
	Free to £65.52 for time resource. 

	E-learning 
	National Cyber Security Center (NCSC and Sarah, 2018)
	Free

	E-learning, Online teaching and simulations
	Minecast (Minecast, n.d.)
	£1,500 on average 



3. Adapt Gardner Multiple intelligences 
Gardner multiple intelligences theory should be adapted into all training within MM to accommodate learning needs and additionally assist the learner retaining information through different mediums. Furthermore, it will show that the employer is ethical in delivering its learning interventions for individual with learning needs such as dyslexia and ADHA. 
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Appendix 4 

Appendix 5
	Factors 
	External Factors 
	Effect on MM
	Importance 

	Political 
	Brexit 


COVID-19

Political Power 

Government Policy 
	Had effects on trade and shipping across the EU. Additionally, this will have an effect on educational grants for employers to provide employees. 
Implementation of COVID-19 regulations have affected the workplace and operations.
Upcoming elections could have an effect on employment rights, taxation etc. 
Can be affected based on party’s policy. 
	Medium

	Economic 
	Recession 

COVID-19

Cost of Labor and living 

Recruitment 
	May effect customer consumption of products causing cutbacks to L&D Budgets. 
Temporary closure of the business could affect profitability and may affect employment. 
Currently frozen pay increases for the past year, however taxation has still risen and overheads for the business. 
In this currently economy, candidates are reluctant to move and has become hard to recruit talent. 
	High 

	Social 
	COVID-19 

Working From Home 


Health and Safety re Covid-19 regs 
	Lockdowns have left employees feeling isolated and more irritable effecting mental health. 
Has allowed employees to be more flexible with childcare and education. Also has increased productivity although employees are working longer hrs.
Implementation of new safety regulations has enveloped new ways of working, however, has also had an impact on day-to-day operations. 
	High 

	Technological
	Automation 

COVID-19

Social Media 

Internet based learning 

Cybersecurity
	More automotive programs are necessary to work effectively from home. 
A need to improve equipment, provide training and increased communication whilst working from home. 
Create better business opportunity via advertisement and ecommerce. 
Creates an opportunity to provide training through different medias re short courses and e-learning. 
Higher risk of Cyber-crime threat since working from home and experiencing an increase of hacking and scams. 
	High and rising 

	Legal 
	COVID-19

Regulations and Legislations relating to Brexit.

Cybersecurity and litigation 
	Further changes in employment law and regulations expected due to the continuing COVID-19 Pandemic. 
Businesses need to keep un-to-date with everchanging process and policy. 

Increased workloads due to Cyber-crime threats and attacks.  
	High and rising

	Environmental 
	Geography 

Environmental Concerns 
COVID-19
	Effect trade and marketing opportunities. 
A need to go paperless where possible and source natural products. 
Has allowed us to be more ethical re paperless, no travelling to the office. 
	Low 







	STRENGTHS
	WEAKNESS

	· Cyber-security learning intervention will increase protection within the business. 
· Posed challenges that have allowed the company to develop and diversify. 
· Has allowed the business to venture into new markets including online training. 
· Potential to save costs 
	· Working from home without the protection of workplace premise leaves employees exposed to cyber-crime attempts. 
· Increased workload for employees.
· Potential increase to cost and fines. 
· Loss of working hours. 

	OPPORTUNITIES 
	THREATS 

	· Ability to reassess security policies and structure within the business. 
· Ability to expand to a more flexible and homebased workforce. 
· Opportunity to review training delivery. 

	· Increase of cyber-crime during COVID-19 out the business at high risks of scams, hacks and potential fines from the ICO. 
· Opened up more opportunities to be attacked by external threats. 
· Increases potential stress of the workforce. 







Self Concept


Instead of being led by a teacher, adult will study at their own pace.   


Adult learner experience 


Readiness to Learn


Adults learn for the benifit of self growth and development within their careers. 


Motivation


Orientation of Learning 


To solve problems within everyday experiences faster. 


Adults are driven in their learning if it relates to day to day experiences as it's the learning of their choise. 


Drawing from past experiences, learner will continue to engage their learning development.  



Level 1 - Reaction 


By providing evaluation questions to the employee, the trainier can assess how participants found the training.  


Level 2 - Learning 


Intended to assess the participants new knowledge and how confident they are putting this into practice. 


Level 4 - Results


Assessment of targeted outcomes and if these are now being acheievd. 


Level 3 - Behaviour 


If the participants apply the learning into their everyday tasks. 



Sexual Orientation 


Disablity 


Gender Reassignment 


Marriage and Civil Partnership


Sex


Religion and Belief


Age


Pregnancy and Maternity 


Race


National Demographic

National Demographic	Irish 	Spanish 	American 	Polish 	French 	Chinese 	Korean 	British 	1	1	2	1	1	2	1	72	

Gender Demographic at MM

Gender Dempgraphic at MM	Male 	Female 	Non-Binary 	42	38	1	

MM Cyber-Secruity Log

2019	Attempted Hacks 	Phishing Email	Deosing 	Virus transfer attempts	5	38	0	3	2020	Attempted Hacks 	Phishing Email	Deosing 	Virus transfer attempts	19	163	0	7	2021	Attempted Hacks 	Phishing Email	Deosing 	Virus transfer attempts	12	124	0	5	
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