6.1  BENEFITS OF L&D
Learning and development should play a crucial role in every business as it benefits employees and the organisation. The individuals who are offered various training programmes upgrade their skills, broaden their knowledge and eliminate weaknesses. L&D helps to reinforce career options and mobility within an organisation so different roles can be considered. It boots employees’ curiosity, self-initiative and motivation (Forbs, 2021). For some people, it is a chance to reduce the knowledge and skill gap so they can feel more confident in the role they occupy and less stressed by any issues encountered at work. As a result, the workforce is happier, and feels appreciated and satisfied, which enhances its morale (Nguyen, no date). 
All the benefits for the employees contribute as well to the whole business. Firstly, the staff is trained, more efficient and understands its job better. This leads not only to higher productivity but also reduces the number of accidents at work. Secondly, providing L&D options, increases employee engagement, loyalty and commitment. According to LinkedIn Working Learning Report (2019), 94% of employees would stay at a company for longer, if it was investing in their career development. Having a high retention rate helps the business save money, as hiring new people is much more expensive than keeping and investing in existing ones. Moreover, learning and development programmes help the organisation stay competitive in the job market, be attractive to the customer as well up to date with government requirements (HR news, 2021).
6.2  LEARNING NEEDS
Learning needs can vary in different organisations and among different individuals. Most of the time the need for training and development arises due to changes that the business is undergoing. The changes can be influenced by both external and internal factors. For example, new legal requirements may force businesses to implement changes in the way they deliver their services or manage their people. Thus, the staff needs to undertake the necessary training to comply with the current law. Technological developments are a very common reason why organisations have the need for training and development of their employees. Introducing new equipment or launching new IT and Engineering systems requires different forms of training, while individual skills may need refreshing or upgrading due to changes in roles (Randstad, 2019). Some positions, such as forklift drivers, are obliged to regular refreshing training due to health and safety reasons. The changes in the organisational structure of a business may stimulate the need for training of certain individuals whose duties may extend or totally change. Apart from learning needs that relate to organisations, there are also ones that are associated with the staff. Individual learning needs are often a result of performance issues as some employees may require more training than others to gain certain skills required to operate the role. Moreover, a lot of employees are very ambitious and career-minded and their desire to develop and progress within an organisation needs to be fulfilled, otherwise, they will look for opportunities somewhere else (Cook, 2023). 
6.3  L&D APPROACHES
Various approaches to Learning and Development help improve employees’ skills and knowledge and put them into practice in the working environment.
Training 
It is a content-based and fairly structured approach to passing knowledge from one person to another. Depending on an organisation’s needs, different methods of training can be used, including presentation, discussion, demonstration, hands-on exercises, etc. Training can occur away from the workplace or within it and be delivered to one person or a group. Instructor-led training is most effective when the business needs to provide a large group of employees with an overview of a topic and the interaction between the trainer and the trainees is valuable (Factorial, 2022). 
Facilitation
This approach concentrates more on supporting learning than on delivering it. It is directed to learners who have already some knowledge about the subject and are able to take responsibility for their own learning and decision-making. A trainer organises learning activities and facilitates them by providing resources and giving instructions, guidance, and feedback. Training and facilitation are frequently blended where the trainer moves smoothly from one approach to another depending on the learners’ progress and requirements (Waite et al., 2021).
Coaching
This approach is more about helping people to learn rather than teaching them. It usually involves senior and experienced staff working with less experienced employees. Coaches assist learners in managing their learning process and maximising their performance. They support employees in building their self-awareness and identifying and accessing the information they need. The approach is ideal for developing specific leadership and team management skills, as well as analytical and technical skills. However, when not conducted correctly, it can result in a clone-like knowledge of the subject – as opposed to employees learning the subject their own way (Andreev, 2023).
Mentoring
This is usually a relationship between senior leaders or management and junior staff where the more experienced support progress of the less experienced through advising on work and personal issues. In comparison to a coach who assists coaches, a mentor is more of a directive advisor who shares his experience. Mentoring is recommended to be used for the development of high-level skills such as leadership, management, critical thinking or communication. It may not be effective in teaching lower-level skills. Coaching might be more suitable here (Andreev, 2023).
To be more stimulating and interesting for learners, different approaches and methods should be blended. This way we can appeal to more learner preferences. 
6.4  INDIVIDUAL REQUIREMENTS AND PREFERENCES
When designing learning programs, we need to take into account learners’ needs and preferences. People have different learning styles which determine how they respond to different teaching methods. Thus, a wide range of learning activities, techniques and resources should be used to engage all the participants. Apart from learning styles, the trainer should consider learners’ experience, learning history and level of skills so the training process can be designed accordingly. Besides, learners’ motivation influences their willingness to learn, which is why we need to ensure they are aware of the relevance of the subject to their work or personal life. Individuals’ needs may also relate to the physical environment and logistics of the training, the language being used or cultural expectations. All of them should be accommodated as much as we can depending on the nature of the organisation and training budget (Grensign-Pophal, 2021).
6.5  EVALUATION OF L&D
Learning and development is a key component of Performance Management and should be regularly evaluated. It is important to measure the impact of L&D on the whole organisation and ensure we use our findings to keep improving the training programmes. 
Main benefits of evaluation:
· Supporting organisational goals
· Improving L&D process
· Enhancing transfer of learning
· Justifying L&D budget
· Strengthening relationships with all stakeholders  
(Ketkin, 2021)
For us to be able to effectively evaluate L&D, we need to identify organisational performance targets and learning needs, as well as ensure that evaluation is applied from the beginning of the training process. 
Common evaluation methods of L&D:
Kirkpatrick’s model describes 4 levels of evaluation in which different areas are assessed:
1. Reaction – employees’ reaction and engagement
2. Learning – knowledge and skills acquired, learning objectives achieved
3. Behaviour – transfer of learning to the workplace
4. Results – impact on the organisation, e.g. increased production, reduced costs
Analysing the levels gives us an insight into what we want to achieve through the training. The model was criticised for linking all the changes in performance solely to learning. 
Brinkerhoff success case method (SCM) investigates and analyses success cases and non-success cases. Success cases are all the individuals and teams who have benefited from the training while non-success cases are those who have found little or no value from the training. The evaluation explores different factors and reasons for the success or failure of L&D. Even though the method is not comprehensive due to its sampling nature, it is a cost-effective approach to determining improvement insights.
Whatever learning methods and evaluation approaches are used, L&D practitioners should work closely with all stakeholders to develop success criteria for the whole L&D process (Hayden, 2022).
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