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1. Introduction to essay 

The essay will focus on the UK as it is chosen EU country, identifying the key legislations which relate to training and development of employees. The aim is to identify the current legislation and analyse it against it is current aims an objective. Thus, allowing the legislations to be evaluated in terms of their success with regards to the aims and objectives, providing information on whether or not the targets have been met. 
The definition of training and development in terms of legislation is;
‘’Training and development refer to educational activities within a company created to enhance the knowledge and skills of employees while providing information and instruction on how to better perform specific tasks.’’ ("What is Training and Development?", 2020)
The difference between training and development is important to understand. Training is a short-term reactive process referring to operations and processes whereas, development is a pro-active process meant for executives. The aim of training is to improve skills or gain further skills meeting the need of an employee, however, development aims to develop the overall personality and meet the needs of the future employee. ("What is Training and Development?", 2020)
Successful training and development (T&D) legislations in the UK are imperative to business success and improvement. To improve businesses must continuously evolve, giving members of staff further access to learning, development and training opportunities which enables the employees to further become suitably knowledgeable and skilled to carry out their roles or new roles in line with the business’s strategic objectives. The T&D process can help to enhance skills development, productivity, organisation, quality and safety, profitability, and the business’s morale /corporate image. ("What is Training and Development?", 2020) Companies should regularly review their levels of investment within T&D by ensuring the adequate level of resource is available. Additionally, the strategy of T&D implemented is providing a benefit to both employees and the business.  (Training and Development Policy 2016) Furthermore, the importance of regular review prevents the process becoming too expensive with no return and manages the risk of employees leaving after receiving training.

2. Identifications of key legislations referring to training and development

The key legislations for training and development in the UK are; 
1. Employment rights act 1996
2. Apprenticeships, Skills, Children and Learning Act 2009
3. Industrial Training Act, 1982
The employment rights act 1996
The employment rights act (ERA) 1996 puts forward improvements on labour law, including the redundancy payments act 1995, the employment protection act 1975, contracts of employment act 1963 and the wages act 1986.
The ERA stated the rights of employees in redundancy, parental leave, unfair dismissal, and dismissal. Furthermore, in 1997, the act was amended further with a strengthening of the employee's right to request flexible working time. The amendment allowed employees to ask for more flexible working hours – allowing them the chance to study or enhance their skills through T&D at the same time. 
The act also amended the rights of an employee when concerning unfair dismissal. An employer must specify the reasons behind a dismissal, ensuring the employee is not dismissed for one of the three following reasons: health and safety concerns, the assertion of statutory rights, and requests for flexible working hours. If an employee requested more flexible working hours to study or benefit the capability or qualifications of the employee to perform the kind of work he or she was employed to do and is dismissed, as a result, the act declares this as unfair dismissal. The act provides an opportunity for employees looking to broaden their skills in terms of T&D, being more confident in retaining their employment even pre, during and post flexible working hours. ("Summary Of The Employment Rights Act 1996", 2020)
Example situations as to the exercise of the right are: "arrangements can cover part-time working, job-share, staggered hours, annualised hours, compressed hours, term-time only, slightly reduced hours, homeworking and phased retirement." (Flexible Working, legal rights and gaps in the law, 2017)
The Apprenticeships, Skills, Children and Learning Act 2009
‘’The Apprenticeships, Skills, Children and Learning Act 2009 received Royal Assent on 12 November 2009 and brought new duties and powers to the local authority. It will enable creative work with partners to take forward key strategic objectives through developing innovative, diverse learning that has at its heart the commitment to improve the educational attainment and well-being of all residents, and support the city’s economic growth.’’ (Alexander, 2010)
The act made provisions for the introduction of new potential employees, creating a pathway of supported progression for school students through until finishing apprenticeships. Furthermore, it aligns with the ERA 1996 act by introducing a further right for employees to request time away to receive T&D. Some of the critical features put forward by this act are as follows:
The introduction of a statutory framework for apprenticeships and creates a right to an apprenticeship for suitably qualified 16- 18-year olds. This provides students with a pathway they can envisage when studying in school through to working as an apprentice. The introduction of this scheme allows businesses to receive better-prepared employees at a younger age, saving initial training costs, and ideally providing an efficient transition into a working role. The responsibility of educational funding for 16-18-year olds is transferred to the local authorities, and the introduction of the Young Persons Learning agency, the Skills funding agency, and the new regulatory body for qualifications (Ofqual) creates a much larger pool of candidates for apprenticeship roles.
The act introduces a right for employees to request further time away from their duties to undertake training and places a responsibility on the employer to take such requests seriously and handle it appropriately given the specified guidelines. The employer can refuse the employee; however, it must be for specific business reasons only. This right allows employees to challenge themselves by requesting the opportunity to train and develop themselves for the current or future requirements. The act can have both negative and positive impacts on the employer. Employees may seek flexible time off to receive T&D for different job roles in another company, which, if transparent, can cause friction with the current employer. However, the employee can demonstrate to the employer how motivated he/she is to become more efficient or diverse within the role. This can create a better relationship between the two parties and mean benefits for the business moving forward. (Apprenticeships, Skills, Children and Learning Act 2009, 2009) ‘’The government set itself a target of reaching 3 million high-quality apprenticeships starts in England between 2015 and 2020’’ the result as to whether the targets were reached will be analysed below. (Progress report of apprenticeships reform program, 2020)
Other critical areas within the act put provisions in place for improvement in accountability for children’s services, establishes a new parental complaint service, amends intervention powers concerning schools causing concern, establishes new parental complaints service, and make provisions in respect of pupil and student behaviour. The introduction of the critical areas of this act allows broader equality concerning the opportunity of potential employment. However, the act also creates a more efficient process of establishing suitable candidates by referencing behaviour and performances. (Apprenticeships, Skills, Children and Learning Act 2009, 2009)
The Industrial Training Act 1982
‘’The Industrial Training Act 1982 (ITA) provides for a levy to be imposed on employers in certain industries (designated by statutory instrument) to finance the activities of an industry training board (ITB) and to share the cost of training more evenly between employers in that industry.’’ ("Industrial Training Levy", 2020)
The act meant an International Training Board (ITB) was introduced to govern standards and provide quality amongst the T&D within all sectors. In 1982, the act was amended to reduce the amount of ITB’s, the two main ITB’s which remain are; the Construction Industry Training Board (CITB) and the Engineering Construction Industry training board (ECITB). The aim for both ITB’s is to collect information on their specified sector employers that are ‘wholly or mainly’ involved in construction activities and collect a Levy from employers to crate funding for T&D. All employers are required to fill in a Levy return form, which enables the ITB’s to decide how much each employer must pay. Smaller companies that do not create large net profit per annum may fall within the small businesses Levy exemption and do not have to contribute to the Levy. (Construction Industry Training Board Levy, 2014)
The act creates a revenue for mainstream and specialist apprenticeships, secure discounts on college fees for mainstream craft occupations, pre-apprenticeships programs, research and development in industry trends and requirements, promotion of construction careers, development of occupational standards and qualifications, and providing advisory development visits to help with company needs. (Construction Industry Training Board Levy, 2014)
The Levy ensures a strong emphasis on T&D in the construction industries; there are opportunities for employers to regain more than just the benefit of higher-skilled employees within the company. The CITB provides incentives for employers to train using an introduced grant scheme and by providing other additional funding. This means employers who decide to train their workforce will be entitled to receive grants paid by the Levy, which is attractive to the employer and can help to improve standards. Furthermore, the Levy helps to provide the specific training needed for each role within the construction industry, preventing a lack of skilled workforce. Investment is continuously monitored and maintained per annum to ensure the required T&D is available throughout the year. (Construction Industry Training Board Levy, 2014)
3. Analysis of legislation against aims and objectives

The aims and objectives of legislation must have had a considerable success for the legislation is questioned to be considered successful/ purposeful. 
1. Employment rights act 1996
In terms of T&D, the key changes brought in by the act introduced the strengthening of the rights of the employee to request flexible working hours, in turn, allows more employees to request flexible hours to study further, train, and educate themselves. Furthermore, the act introduced changes in unfair dismissal. The changes allowed employees to feel more confident when asking for flexible working hours, knowing that the employer would have to deal with the request appropriately, and in the case of further, T&D could not dismiss the employee and could only refuse the application for specific business reasons. This change creates the opportunity for employees to further enhance their skills and qualifications without the worry of being dismissed for requesting to do so.
The introduction of the act has been hugely successful, and a key ingredient in the culture change towards more employees working under a flexible scheme. A report published by Timewise to uncover the trends within the UK workforce, wants, reasons, and why there is a requirement for flexibility. The report states 87% of full-time employees who either work flexibly or state they want to, 63% already work flexibility in some way, and 93% of non-workers who want a job would prefer to work part-time or flexibly in a full-time role. 26% of UK employees work a part-time job while 74% work full time. 63% of full-time workers work flexibly in some way, whereas 37% have no flexibility in their working patterns. Only 27% of all UK employees work a full-time job with no flexibility. (Flexible working: a talent imperative, 2017)
Considering full-time employees who work flexibility, the generic need for flexibility, however, 32% stated it was required to fulfill study commitments. The research also points to flexible working as a business interest and solution for diversification. 91% of full-time employed females desire the flexibility of working hours. Most companies now feel flexibility plays a critical role in retaining employees, encouraged loyalty, improved employee wellbeing, and created a more productive workforce. (Flexible working: a talent imperative, 2017)
The introduction of the employee rights act has helped to alter the culture of flexible working, being used as a competitive advantage for companies and attracting recruits to roles which skilled individuals may not have ever considered. Furthermore, it is used to compensate for downsides such as lower pay or inconvenient location. (Flexible Working Qualitative Analysis, 2020)
The legislation has had a significant effect in terms of aims and objectives. 87% of full-time workers who either already work flexibly or state they want to, illustrating the impact at which the amendment for employee rights has met its aims, however, will continuously evolve as time passes.
2. Apprenticeships, Skills, Children and Learning act 2009
The key features within this legislation are to amend and improve; the right to request time away, the introduction of the statutory framework- all 16-18-year-olds have right to an apprenticeship, the responsibility of educational funding falls with the local authorities for 16-18-year-olds, the introduction of young persons learning agency, accountability for children services, parental complaint service, powers of intervention within schools causing concern, and provisions concerning pupil behaviour. The aim is to produce a larger pool of qualified candidates for employment across different sectors through creating a better and more available opportunity for pupils in school, through to starting an apprenticeship and further increase the number of apprenticeships starts.
The government set a target of reaching 3 million high-quality apprenticeship starts in England between 2015 and 2020, a report conducted by the department of education in April 2019 shows that there have been 1,709,500 apprenticeship starts between 05/2015 and 01/2019. The number represents only 57% of the proposed target. Furthermore, there was a fall between the period of 08/2017 to 07/2018 compared with 08/2016 to 07/2017 of 118,600 apprenticeship starts. A 24% decrease in starts, however in 2017, there was a reform of apprenticeships; the ‘old style frameworks’ were replaced with new employer-based apprenticeships focussed on standards. (Progress report of apprenticeships reform program, 2020)
Furthermore, the number of apprenticeships starts have increased following the dip, 214,200 apprenticeship starts reported for this first two quarters of the 2018/19 academic year compared with 194,100 reported on the same period in 2017/18 which is an increase 0f 10.3%. The increase in number continues; apprenticeship standards starts in 2017/18 are six times higher than the previous year in 2016/17. (Progress report of apprenticeships reform program, 2020)
The introduction of the act has been hugely beneficial with vast amounts of students opting to take the course of apprenticeships for many various sectors. The government focussed on making apprenticeships longer, with more flexibility for training and accurate assessment when complete. (Progress report of apprenticeships reform program, 2020)
The act has also helped produce a significant opportunity for people of all backgrounds to start apprenticeships and training. People who may have had children and want to return to education or people changing their career paths can take the opportunity of apprenticeship and receive top-quality education and training to become a valued team member within the chosen workplace. Apprenticeships are a vital part of building a strong economy where all employees can reach their potential. For example, as part of the act and diversification/development of the process, the Benefits Realisation Strategy set targets to increase the percentage of black, Asian and minority ethnic background (BAME) employees starting apprenticeships. An increase of 11.1% in BAME individuals starting apprenticeships occurred between the period of 2017/18 to 2018/19, illustrates the aims to become more diverse and grow the pools for well educated, skilled employees. (Progress report of apprenticeships reform program, 2020)
3. The Industrial Training Act 1982
The key point behind this legislation is to introduce a process of ensuring the opportunity for training within the construction industries. The act allowed the formation of Industrial training boards ITB’s to be constructed which, exists to help employers ensure that there are, and will continue to be, enough trained people to meet the needs of the construction industry. The formation of the Construction Industry Training Board (CITB) allowed businesses within the construction industry to understand the value added by the system through training employees to a level of competence, ensuring an efficient transition into a role.
The board shaped the process to focus on business strategy, taking the eight critical activities as the focal points of the system (Attracting talent, Apprenticeships, Awarding organisation, business information advice, employer funding, leadership, directing new approaches, training, testing and assessment). In 2012, the CITB was rated ‘outstanding’ by Ofsted in all three inspection categories: outcomes for learners, learning and evaluation, quality of teaching, and effectiveness of leadership and management. (CITB annual report and accounts, 2012)
CITB believes that it illustrates that enhancing the skills and competence of people in construction benefits the competitiveness of the industry that employs over 2.4 million people and contributes to 8% of UK GDP. Funds were therefore made available for training groups and specific interventions, including the Growth fund, Management Supervisory Development Programme, and associated transition funds. The groups and interventions helped to compete 94 programs, which helped the industry train and develop employers/employees in areas such as sustainability, leadership and management, and specialist new technologies. Furthermore, the funding contributed to environmental initiatives such as the Green Deal, allowed competency and the development of critical skills in sectors such as insulation to be achieved. (CITB annual report and accounts, 2012)
In 2012 the funding for T&D of apprentices contributed to an increase from 2011 ahead of targets. The sector was able to achieve growth during the recession in the first two quarters of 2012, which was a testament to the success of the process. During 2012 the apprentice scheme was also judged by Ofsted and gained a grade 1 for outstanding achievements within sectors such as management, leadership, outcomes for learners, teaching, and learning. Furthermore, CITB staff visited more than 14,00 employers helping to assess value-added products and services to improve productivity continuously. The company development officers reviewed over 1,800 businesses ensuring new business skills are emerging during the harsh economic climate. Careers advisors visited 593 schools across England in 2012, focussing on promoting the construction industry as a healthy career choice. Five hundred twenty-five students joined the apprenticeship program during the year, with 75% going on to secure full-time apprenticeships with the employer. (CITB annual report and accounts, 2012) The legislation to create revenue through placing a levy on the broader industry firms which earn over a certain per annum allowed a revenue to be obtained. The revenue is specifically focused on improving the T&D of employees, students, and children to ensure that the future pool of skilled employees is rich in volume and competency.





4. Conclusion 
In conclusion, the three legislations chosen to critically evaluate all meet some or most of their aims and objectives since instated in law. Each legislation connects back to employee T&D and have similar messages. Improving flexible working hours creates a more significant, more productive workforce, enhances T&D funding to create a larger, highly skilled workforce for employment, and putting a large emphasis on creating a pathway for a career within the industry for a broad spectrum of people.
I believe the success of the legislations are sometimes affected by the current financial climate in terms of year on year comparisons. It can paint a different picture; for example, the success of the Apprenticeships, Skills, Children and Learning act 2009 and the industrial training act 1982 could be affected negatively. However, through tough economic times such as the recession or a change in regulation, which affected the number of students applying for apprenticeships, the figures have either remained strong or bounced back and continued to grow further in later years.
Personally, in terms of the culture of flexibility of working hours, I view it as a privilege. I think culture is changing, and certainly, in more densely populated areas, the idea of flexible working hours is probably more of a formality, 63% of full-time workers already receiving flexibility within their roles. However, I think in other areas or professions, the culture is still very different, and for all industries to thrive from the T&D ideology, more could be done to promote the system, and it’s benefits in the broader areas.
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