


Glossary of Terms

WAST -		Welsh Ambulance Services NHS Trust
NHS -			National Health Service 
L&D - 			Learning and Development
HRD - 		Human Resources Development
COVID19 -		Coronavirus
PEST- 		Political, Economic, Sociological & Technological
PPE - 		Personal Protective Equipment 
VR - 		Virtual Reality




















Executive Summary 
The following research report outlines the external factors affecting learning and development (L&D) within the Welsh Ambulance Services NHS Trust (WAST).  The author will identify a learning need that has emerged in WAST as a result of the recent changes in the external environment.  A critical evaluation will be undertaken into contemporary methods available to address the identified gap.
The main conclusions from the study are that research demonstrates that Virtual Reality (VR) Learning is an innovative and suitable method for real-life scenario training within WAST.   
The main recommendations arising from within this report are made to develop a suitable learning experience that will meet the identified need gap. VR platforms directly address the skills gap by providing immersive, hands-on training that closely simulates a realistic environment. VR platforms offer portable, on-demand training that can be used anytime, anywhere (Baer, et al., 2021). 
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1. Introduction  

The Welsh Ambulance Services NHS Trust (WAST) is a public sector organisation that provides pre-hospital emergency treatment and care to the people of Wales, 24 hours a day, 365 days a year.  

The WAST employs over 3,500 people, plus volunteers, throughout Wales. The workforce is made up of several different staff groups; operational staff makes up 76% of its workforce, and the remaining 24% are within non-operational office-based roles. The WAST receives over 250,000 calls per year, 50,000 urgent calls, and transports over 1.3 million non-emergency patients to over 200 treatment centers throughout Wales and parts of England.  There are currently 90 ambulance stations, 3 clinical contact centres, 3 regional offices, 5 vehicle workshops, and a national training college.

Learning and Development (L&D) is a process to improve an individual’s skills, knowledge, and competency, which results in the individual performing better.  Learning is the process in which to acquire knowledge, skills, and attitudes. Development is the broadening of such knowledge in line with an individual’s development goals (Van Vulpen, 2021).

A search of the literature suggests that in the current VUCA world (an environment that is “volatile, uncertain, complex and ambiguous”), and the impact that COVID19 has had on the WAST, there is an urgent need for the WAST to adapt to the new ways of working and ensuring readiness for these changes. 
The realities of the new COVID19 world find organisations managing more challenging and unprecedented demands. Organisations have found themselves in a situation where they have had to change how they work (Worley & Claudy, 2020).
This paper aims to evaluate and critically analyse the external factors impacting the design, delivery, and assessment of learning plans and interventions within the WAST.  The author will critically evaluate the learning methods available to create a suitable learning experience from the gap that has been identified.  

The recommendations within this report are made to understand how the WAST can introduce Virtual Reality learning into the organisation to replace the previous real-life scenario training that has ceased since due to the COVID19.  













































Literature Review 

2.0	External Factors Affecting Learning within the Welsh Ambulance Service NHS Trust

To evaluate the external factors that impact the design, delivery, and assessment of learning plans and interventions within the WAST, the author has undertaken a PESTLE analysis.  
A PESTLE analysis is a framework used to analyse the key factors (Political, Economic, Sociological, Technological, Legal, and Environmental) influencing an organisation from the outside (CIPD, 2020). For this report, the author will concentrate on Political, Economic, Sociological, and Technical factors only.
The findings from the PEST analysis highlight that since the start of COVID19, the WAST has been faced with many unforeseen situations.  The political aspects brought about by COVID19 have seen the need for the WAST to adapt rapidly to the constant changes in guidelines and legislations that have been introduced continuously since the initial discovery of the pandemic.  
The economic factors that have affected the WAST when responding to the pandemic have come at a huge financial cost to the organisation. The initial financial support, given to the NHS as a whole was £5bn.  This was distributed throughout the NHS, and to local authorities, and other areas in the public sector needing to spend extra to recruit extra staff, to purchase necessary Personal Protective Equipment (PPE), and to ensure public services were able to continue throughout the pandemic. (Campbell, 2020). Of this funding, the Welsh Government (WG) received an estimated £475 million (ITV, 2020). Since the start of the pandemic, this figure has increased immensely and by the end of February 2021, the total amount transferred from Westminster to the WG is estimated to be around £5.85bn (Williams, 2021).
There has been a significant impact on Sociological factors due to COVID19.  COVID19 has affected the nation with the introduction of lockdowns. As a result of reduced mobility, school closures, and socialising due to the restrictions in place, individuals have not been able to undertake activities they ordinarily would, such as meeting friends and family. The effect of this for WAST employees is not only prevalent for those now home working but also on front-line staff. Over 69% (nearly two-thirds) of all adults in the UK have reported that the pandemic has affected their mental health (Marshall, et al., 2020).
The technological developments during the COVID19 pandemic have had one of the biggest impacts on the WAST.  According to Gigauri (2020), the COVID19 pandemic has compelled many organisations around the world to transition into virtual organisations overnight. 
In a survey undertaken by People Management, 75% of its readers stated that they changed the way part, or all of their training was delivered as a result of COVID19.  Only 15% of these organisations had already offered courses online pre- COVID19 (Howlett, 2020).
This has never been more prevalent for the WAST. The L&D function within WAST has had to rethink its entire training programme since COVID19; indeed, many of the training programmes undertaken within the organisation have historically been undertaken in a classroom.   
However, since COVID19, and for the Trust to continue recruiting and training new employees and ensuring continuous professional development for its existing employees, it has had to move its training to an online digital platform. Due to the geographical challenges previously faced by the WAST, shifting the L&D function onto a digital platform has removed these barriers.   This method of training, which utilise platforms such as Microsoft Teams, allows the organisation to provide training to a greater audience, compared to in-house training.  
According to Howlett (2020), COVID19 has had a positive effect on L&D.  Organisations that were previously unable to innovate have had to adapt and move away from the historic classroom-based learning.  Technology is now an essential part of L&D, and many organisations have had to move to a digital learning platform to reach employees that are no longer in one place.
2.1 	Understanding the need for Learning & Development? 

According to Nagpal (2020),  continued learning is essential to our ongoing existence. Food is essential to nourish our bodies, and information and continued learning can nourish the mind. Development is a strategic tool that contributes to an organisation’s growth, productivity, and ability to retain valuable employees. It is the process of developing an individual’s competencies to achieve the organisation’s goals (SHRM, 2017).
L&D in any organisation is about creating a culture of continuous learning that enables the organisation to evolve and develop (Stewart & Cureton, 2014). It aims to improve group and individual performance by increasing their skills and knowledge. It is designed to align goals and performance with a company’s overall values, vision, culture, and goals (HRZone, 2019).
One of L&D’s primary functions within an organisation is to manage the development of its employees (Brassey et al., 2019).  This in turn will support the organisation’s key business priorities.
Implementing an L&D Strategy within an organisation is a key part of ensuring the development of its employees in line with the organisation’s strategic goals.  Without this, an L&D strategy may not be supported by its stakeholders.  The L&D strategy aligns workforce capabilities, skills, and competencies through the development of all employees (CIPD, 2020).
According to the CIPD (2020), as seen below, there are 3 key tests to ensure that an L&D strategy is aligned to the business and organisational outcomes: 

[bookmark: _Toc70014562]Figure 1: 3 Key tests to align an L&D strategy to business and organisational goals CIPD (2020)
According to Brassey et al., (2019), the purpose of an L&D strategy is to manage the development of people.  To do this and to align its development with its strategic goal, an organisation much focus on five key areas, as depicted in Figure 2 below.

[image: ]
[bookmark: _Toc70014563]Figure 2: The 5 key areas of L&D (Brassey, et al., 2019)

The WAST has several strategies in place due to the number of different divisions and functions within its organisation.  The WAST has an L&D strategy in place and this is aligned with the Human Resource Development (HRD) strategy.  Both strategies are also aligned with the organisation’s strategy which is reviewed every 5 years to ensure that it remains current and fit for purpose.
Within organisations, it is necessary to be able to justify the financial benefits and risks associated with L&D. Ensuring the organisation has sufficient funding to create effective training and ensure that the return for the organisation is greater than the cost of implementing the training itself is a key priority in the development and design, (Matecjcek, 2016).
A study undertaken by Rigoni & Asplund (2016) reported that organisations that had invested in L&D had a 10% - 19% increase in profit compared to the organisations which didn’t.  The study found that organisations  investigating in L&D had improved by a significant amount in all areas such as higher sales, profit, turnover, with more engaged employees and customers when compared to other organisations. This suggests that the investment in L&D improves the performance of an organisation, and should be further explored.




2.2    Benefits of Effective Learning & Development within an Organisation
There are several benefits to organisations that invest in L&D. Organisations with a well-defined L&D strategy have higher employee engagement, more employee loyalty, and less turnover. The investment in L&D also creates positive employer branding, (Brassey, et al., 2019).
According to Gutierrez (2017), companies who spend more on training have a 24% higher profit margin than the companies who don't. Gutierrez (2017) also reports that 70% of employees would remain in their organisation if they offered job-related training and development opportunities.
A review of the exit interview reasons for  WAST employees over the last 5 years (2015 - 2020), shows that 67 employees (24%) left the organisation due to lack of training or career progression. 
Webber (2020) believes that skills learned at schools, colleges, and universities are no longer relevant to get individuals through their careers. He emphasises the need to upskill workers to support organisations to transform, before the job roles which they are in become obsolete.  There is also a need for employees to upskill in areas such as language and technology, to ensure that their skills match the ever-changing world we live in (Webber, 2020)collective bargaining
as most employment rights are now set by legislation rather than through 
collective bargaining

2.3	Barriers to Learning and Development?

There are several barriers to L&D from an individual’s perspective, with both intrinsic and extrinsic factors playing a substantial role in an individual’s learning.

As the need for learning increases, the context of learning becomes ever more significant. By examining the multi-layered world of people whilst at work, it is possible to understand the constraints of a person’s situation as well as their hidden barriers. By analysing these barriers, it may lead us to design more holistic and effective solutions for learning (Malamed, 2019). This is demonstrated in the table below:







	Barrier
	Description

	Social and cultural barriers
	peer pressure and family background

	Practical and personal barriers
	transport; time; disability; caring responsibilities; childcare; finance; cost; age; language; and lack of access to information

	Emotional barriers
	lack of self-esteem or confidence due to low skills levels; negative personal experience of learning; previously undetected or unaddressed learning disabilities; social problems such as unemployment, abuse, or bullying

	Workplace barriers
	time off; access; discrimination; unsupportive managers; shift work; isolation; employee resistance to change; lack of leadership; no motivation


[bookmark: _Toc70014553]Table 1: Adapted from (Learn, 2020)
In addition to other barriers to learning, around 1.5 million people in the UK have learning disabilities. Learning disabilities affect how people understand information, communicate, or learn new skills, and includes difficulty reading, difficulty writing, and difficulty with mathematics (McNicholls, 2020).

Under the Equality Act 2010, employers must make reasonable adjustments to make sure that any workers with disabilities or other mental health conditions are not disadvantaged when doing their job  (Gov.uk, 2020).

2.4	 What are the Different Types of Learning and Development?

According to Knowles (1980), learning in adults is different from learning as a child, therefore there is a need to ensure that the learning is tailored to them. Adults are more self-directed, internally motivated, and have a general desire to learn.

There are several different types of learning style theories, such as David Kolb’s Model of “experiential learning”.  This model places the learner into four categories: Accommodating, Converging, Diverging and Assimilating.  Kolb believes that it is key to understand which type of learner you are.  Playing to an individual’s learning style means that the learner can play to their strengths.  (Tools, 2020).
Peter Honey and Alan Mumford went on to develop learning styles, which are adapted from Kolb’s model but elaborates on how learning is used in practice at work. They identified four new learning styles: Activist, Pragmatist, Reflector, and Theorist.  Honey and Mumford believe that all people have some aspects of all four learning styles but tend to have one or two more dominant than the others.  They explain that extroverts tend to be activists/pragmatists, and introverts lean towards reflector/theorist. Having the ability to develop and gain an understanding of all four styles will help the individual to appreciate the skills and qualities of others, (Rumson, 2017).
Walter Burke Barb (1981) identified that individuals have three different learning styles; Visual (learning through seeing), Auditory (learning through seeing), and Kinesthetic Learners (learning through moving, doing, and touching);  (Macmillan, 2018).
One of the biggest challenges which employees face in many organisations today is the time available to participate in learning. Allowing employees to utilise both formal and informal methods can negate this, allowing the individual the autonomy to select a time that suits them for their learning (Dam, 2012).
The WAST allows all its operational staff the opportunity to participate in informal learning. This learning is additional to the statutory and mandatory training which they are acquired to attend, and the individual can decide on the content.  This can be anything, e.g., courses, reading literature, and documentaries.  The individual is required to demonstrate their learning on the subject they choose by submitting reflective statements on what they have learned, this forms part of their annual portfolio evidence of learning.






2.5	Establishing Learning and Development Needs 

In addition to the learning styles and theories of learning and development, there is also a requirement to gain an understanding of what learning needs to be developed.  
Identifying L&D needs starts with an understanding of the organisation’s current and future capability needs. Once this is established it is necessary to assess this against existing levels of skills, attitudes, and knowledge. The learning need is the variance between where the organisation is now and where it wants to be and what learning is needed at the individual, team, or at organisational level to achieve this (CIPD, 2020).
Brassey et al., (2019), assert that many organisations take a systematic approach to capability assessment.  A comprehensive competency or capability model is utilised to assess the needs based on the organisation’s strategic direction.
However, Hirt (2020) believes that competence has become an outdated and passive term. Competence refers to a person's current state and them possessing the skills and knowledge necessary to execute their job. In contrast to this, capability is about integrating those skills and knowledge, adjusting and adapting them to meet future needs.
Carr (2020) believes that capabilities are developed by providing shorter, structured learning, and also microlearning that is available anytime, anywhere, and on any device.
Brantley (2020) asserts that organisations also need to consider the “soft skills” of their employees when designing learning.  These refer to skills that individuals possess to enable them to fit into the workplace, such as personality, attitude, flexibility, motivation, and manners (Brantley, 2020). Soft skills also identify if you're a team player if you can build a good relationship with your teammates, your customers, and indicate if you're able to evolve and adapt (Bessieres , 2021).
To ensure that the L&D need is aligned to that of the business, there are several models of instructional designs that can be used to complete this process. A model of instructional design is a tool, or a framework to develop instructional materials (Burnham, 2020).
The purpose of utilising an instructional design model is to identify gaps in the knowledge, skills, and attitudes of employees, analysing learning needs, and developing learning material to fill those gaps (Athuraliya, 2020).
Several models can be used in different settings; below is a list of the most popular models.


[bookmark: _Toc70014564]Figure 3 Instructional design models
All the instructional design models listed each have strengths and weaknesses.  Depending on the problem to be solved one of these models may be more appropriate than the others to develop a training need (May, 2018).

2.6	Establishing a Learning Need within the WAST

For this report, the author will be following the Design Thinking Model to establish the learning need within the WAST.

The Design Thinking Model follows a process that considers the user from the beginning to end of the process. The Model endeavors to ensure that the user is at the forefront throughout, and designers can interchange between the five design thinking steps to create a solution to a learning need identified (Brown, 2020).



[image: ]
[bookmark: _Toc70014565]Figure 4: The 5 steps of the design thinking process 

2.7 	Design Thinking Process 
“Stage 1 - Empathise
“Empathise” is the first stage of the design thinking process.  Empathy is crucial to human-centred design processes.  It allows the designer to set aside their assumptions about the world and gain insight into users and their needs. Within this stage of the process, there is a need to gain an empathetic understanding of the problem that you are aiming to solve.  This is typically done through research such as questionnaires, observations, and engaging with your employees (Friis Dam & Yu Siang, 2020).
The design of effective resources cannot be undertaken without prior knowledge of the people you are designing them for. There is a need in any organisation to commence learning design with an analysis of what your employees care about (Shackleton-Jones, 2019).
Since the start of the COVID19 pandemic, new operational employees within the WAST have not been able to undertake any hands-on training to gain expertise in real-life scenarios due to the suspension of all classroom-based training. This is due to the required implementation of social distancing measures and the need to reduce the spread of the COVID19 virus. Classroom-based training is an essential part of the training for newly qualified Paramedics and Emergency Medical Technicians. These employees can only qualify once this has been fulfilled. These individuals are also unable to work as sole responders until this is completed. This has unfortunately resulted in a substantial backlog of employees who are unable to qualify and fulfil their substantive roles within the Trust.  

Stage 2 - Define 
Defining the problem is the second part of the L&D process, this is where an assessment of the appropriateness of the design of the learning need is done to ensure the identified learning need is met. At this point, there is a requirement to analyse the observations made to define the core problem identified in the empathise stage (Friis Dam & Yu Siang, 2020).
The information gathered at the Empathise stage determines that WAST is currently unable to provide real-life scenarios in a classroom-based setting due to restrictions placed on the organisation because of COVID19.  The effect that this has on the organisation is, as previously mentioned, that newly qualified Paramedics or Emergency Medical Technicians are unable to fulfil their training hours to qualify.  
The identified gap, therefore, is the need to source a suitable training experience to be able to continue to provide real-life scenario training to our newly qualified operational employees. The aim of this intervention would enable employees to complete their training hours to be able to fulfill their substantive role, removing the need for the individuals to continue to be mentored by other qualified staff and increases the organisation's capacity of available frontline staff.
To transition into the next stage of the process, there is a need to ideate, by asking questions that will help to look for a solution to the problem. An example of a suitable question would be:
“How can the WAST provide a suitable learning alternative for real-life scenario training to the previous classroom-based training for its newly qualified employees?” 

Stage 3 - Ideate
The third stage of the process is when the designs are developed to fit the associated learning gap.  It is the opportunity to "think outside the box" and to brainstorm ideas to consider a wide variety of solutions to the identified need (Friis Dam & Yu Siang, 2020).
The design of learning also requires a combination of different learning approaches to encompass an individual's soft skills.  These can include face-to-face, digital, social collaborative, and coaching.  The process of understanding how effective learning is transferred to the learner is essential to consider its impact at an individual and organisational level (CIPD, 2021).
The WAST are pioneers for clinical trials and regularly lead on new and advanced clinical interventions and trials. However, the author finds that this is not the case when it comes to the learning and development of its employees; it is notable that until the recent pandemic, all training was delivered to employees in a classroom setting.
Technology is not only offering new ways of learning with predefined content, for example through self-directed learning but can also facilitate peer-to-peer learning. Also, augmented and VR learning is increasingly pitched towards knowledge workers. These new technologies offer companies new ways of engaging the workforce into the future (Bushan, et al., 2019).
There are two advanced emerging trends with regards to developing real-life scenario-based training, VR and the world of gamification.
Virtual RealityVirtual Reality
Facebook purchased Oculus in 2014, and there was a subsequent view that everyone would be walking around with headsets by 2020.  However, the initial uptake of VR training was not as great as originally expected.   VR technology has however improved immensely and since the introduction of the Oculus Quest by Facebook, VR has been catapulted into the limelight and is being used as a training tool in many forward-thinking organisations (Baer, et al., 2021).
VR Headsets are now being widely used within healthcare settings to train surgeons on the best way to approach their surgery and to gain mastery in new technologies.   The VR setting can also recreate the emergency scenarios without putting employees in danger, making them better prepared if the situation arises (Blumstein, 2019).
VR platforms directly address the skills gap by providing immersive, hands-on training which closely simulates a realistic environment. VR platforms offer portable, on-demand training that can be used anytime, anywhere (Baer, et al., 2021).
The financial savings from implementing the use of VR are also of benefit to organisations.  VR allows for more training repetitions when dealing with costly, rare, or dangerous environments, (Budman, et al., 2018).  This would be an immense cost-saving for the WAST when training employees in the areas of road traffic collisions, or major incident scenarios working with multi-disciplinary teams such as the fire service or police. The use of VR would negate the need for all of these teams to be present and the cost of arranging events of this scale takes months of preparation.
	Gamification
Gamification uses the principle of repeated retrieval and repetition to disseminate noticeable behavioral change.  The process of playing games encourages better engagement and an increase in knowledge retention. Gamification enables the users to have fun while learning. Individuals can apply their learning to real-life scenarios in a safe environment similar to that of the VR.  Gamification can also through longer-term usage bring about a behavior (Pandey, 2020).
A review of both aspects of real-life scenario-based training has led the author to recommend that the organisation considers the use of VR over gamification.  The use of VR enables the employee to physically go through the process of the real-life scenario using a headset and hand controls.  However, gamification would not create the same experience, as the employee would be sitting at a computer.
Stage 4 - Prototype
Developing a prototype is the process of combining all of the ideas which have been discussed in the previous steps.  It is the development of the product that will solve your users' gap in learning and development into reality (Chin, 2018). Prototyping is often regarded as the experimental stage or the process of fine-tuning a product or service.  The prototype aims to be able to identify the best possible solution to fulfill the problems identified during the first three stages. Prototypes can often be redesigned, and this will continue until the product is fit for its purpose, (Friis Dam & Yu Siang, 2020).
Stage 5 – Test
The testing stage is the final stage of the 5-stage process and allows the designers to put the product into the hands of the potential users.  It allows the user to determine whether or not the product that has been developed at the prototype stage gives the user the required tool needed to fulfil the identified learning gap. The user has the opportunity of advising on improvements to be made or changes required to fully meet their needs (Liedtka, 2018).

Once the product has been tested, and if it is not potentially ready or some amendments need to be made following the assessment by the users, then the benefits of the design thinking process is the ability to return to previous stages of the process on an ongoing basis until the product is ready for mass production (Friis Dam & Yu Siang, 2020).

2.8	 Evaluation of Learning


Evaluation and assessment of learning are often deemed as a post-project process. In the design thinking process, the assessment of the learning is encouraged throughout to identify any problems, plan, keep track of users’ thoughts, reflect on progress and constraints, make improvements, and synthesize thinking thus negating the need for evaluation following learning (Allen, 2017).
3.0	Conclusion 
The realities of the new COVID19 world find organisations managing more challenging and unprecedented demands. Organisations have found themselves in a situation where they have had to change how they work (Worley & Claudy, 2020).
The realities of self-isolation and social distancing guidance which have been implemented since COVID19 have ceased the real-life classroom-based training that was once undertaken for newly qualified frontline employees within the WAST.
The introduction and implementation of VR learning will allow the organisation to provide this training on an ongoing basis, without the need for classroom-based training.
In summary, the key findings from the literature demonstrate that the implementation of VR Learning is one way that the WAST can ensure that the identified learning need of continuing to provide real-life scenario training to our front-line employees following COVID19. VR learning will place WAST at the forefront of innovative technology and will help prepare itself for the issues it will face in the future.  

4.0	Recommendations 
Recommendations for how the WAST can improve its identified learning need to account for changes in the environment as a result of COVID19 is by investing in VR training.
The literature review and evidence presented within this report demonstrate the need for a real-life scenario-based training tool and convey a compelling case for the need to implement such a learning tool within the organisation.
At present, all new qualified frontline employees are unable to fulfill and complete their training to be able to respond as a sole responder due to COVID19.  Since the introduction of social distancing and the need to work from home where possible, this has unfortunately terminated the possibility of completing classroom-based/hands-on training that was required to complete elements of mandatory training hours.
The implementation of a VR learning experience will allow employees to remotely complete real-life training scenarios, without the need to attend a classroom. This will ensure that individuals, particularly those who work in ambulance crews, are not removed from their frontline duties, and will therefore improve patient care, service delivery, and reduce costs.
The design and suitability of the real-life scenario programs can be reviewed on an annual basis in line with the training department’s strategic goal setting.

4.1	Costings of Implementation of Virtual Reality Learning within the WAST
The projected costs associated with developing a VR training tool are initially substantial, due to the need to purchase headsets and develop a suitable programme to reflect the real-life scenarios that frontline emergency crews face on a day-to-day basis.  The utilisation of existing ICT resources and programme developers within the Trust could support this, however, any human factors required to support the implementation and the need to no longer utilise trainers and also the training facilities would offset part of the cost of the initial investment. The benefits of using this technology to enable frontline employees to deliver patient care as solo responders following the completion of the training would also offset the initial costs.
There would be significant financial, pragmatic, and ethical costs for not implementing this learning tool to fulfil the identified need. A failure to implement this would mean that newly qualified Paramedics and Emergency Medical Technicians would be required to continue to work alongside qualified employees, to safely work operationally.  
The estimated costs associated with the implementation of a VR learning tool and the development of suitable programmes would be from the human factors used in the development stages and the costs associated with the purchasing of VR Headsets. 
See Appendix 1 for a breakdown of costings.
Ongoing costs will be incurred due to the need to continuously improve the programming and ensure the WAST remain at the forefront of technological advances. However, the financial savings of no longer delivering classroom-based training will offset some of this cost.
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Appendix 1 –Implementation and Costings of Recommendations













	Reason for Cost
	Quantity
	Price
	Total

	Task and finish group to develop VR Learning within WAST

Representatives from HR, Operational and non-operational Managers, Trade Unions, and employee representatives
	3 hours initial set up

	£24.21 per hour average x 5 people
	£484.20

	Purchase of Oculus VR headsets 
	20
	£299.00
	£5980.00

	Programming training for VR Headsets by our existing Web Developers
	10 employees
	£199.00 for a 3-month course
	£1990.00

	The total cost of developing a Virtual Reality learning programme within WAST
	£8454.20




Relevance: How the strategy will meet opportunities and challenges for the business 


Measurement: How the strategy will be evaluated effectivly and consistently


Alignment: How the strategy aligns to other strategies in the business, for example HR and Finance



ADDIE Model


Design Thinking Model


5Di Model


Merrill's Principles of Instruction


Dick  and Carey Model


Gagne's ine Events of Instructions


Bloom's Taxonomy


Kemp Design Model
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