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[bookmark: _Toc534927337]Importance of training and development in organisations
Training is that is a number of process often in a sequence via which the human resources of a business or a organisation aquire knowledge and develop skills through teaching and of practical activities which results in improved business performance. Training is often used so the employees learn something that is of use to their jobs. (Gibb, 2013)
It is worth clarifying some definitions before moving further with the report, there are three different ways provide personal development. It can be via training, education or development. 
Training is generally a short time investment to meet business gaps within the near future, education is a much longer time (lifelong) investment and development fall somewhere in between the other two. The short term training is likely to be strictly work related while the other two can have some external influences such as hobby or curiosity. (Norman, 1996)
It is important to pay attempting to the development of employees in an organisation. They need training as they grow into higher positions within the company or if technology or business needs change. Many employees also benefit from regular retraining from time to time. 
However, training employees can present a significant cost the company and so it can look to be beneficial to not train employees. To avoid the cost of training from being wasted, it should be provided when needed. Generally when there is a gap between the companies target goals and their actual achievements, that is when the managers should seriously consider investing in personal training for the employees. This will be help reduce the gap between the companies targets and achievements. (Derven, 2018)
An example of such a gap in a general industry can be taken at a restaurant. For example, if a restaurant gets bad reviews online or costumers often ask for the food to be taken back and prepared again. This can mean that the kitchen and or waiting staff do not have sufficient knowledge to do their jobs. This is clear gap within the business and one that could be improved with personal training. 
Other gaps can be harder to detect. For example if the company has a large number of people resigning regularly. This can also be due to a more hidden gap within the company. For example, successful employees could be frustrated at the lack of further career progression, having plateaued at the company. In such situation increasing the employees skills with training could allows them to do additional work that keeps them satisfied. A good manager will when to carry out Internal Needs Analysis. 
Among the benefits of training are:
-militating qualified staff: if the staff are happy and feel that the company cares about them and shwos it by investing company time and money to help the employees become better, it will make the employee think twice before being seduced by a larger salary elsewhere. There will be a though in the back of their minds: will the new company care for my development and invest in me or are they simply hiring me as discardable temporary hire. (Half, 2018)
-achieving better product standards: most companies provide a service or a physical product to their clients. Training employees helps the company teach the employee how to produce that service or product to the exact standards of the company. This is a clear example of costumer support call centres, where people often complain that while some employees manage to solve their problems without any issues and quickly others at time seems to have no idea what they are doing. In such situations, training can clearly improve the quality of service. (Half, 2018)
-providing a chance for employees to better familiarize with things they were trained for a long time ago: as mentioned briefly earlier in the report, as senior employees get older and do less of the work they did as a junior, they might forget about it. The junior jobs skills might not be directly necessary for their job but it can create a disconnect between them and the rest of their teams. In such situations training increases team cohesion. (Qureshi, 2016)
-opening staff to other opportunities: people are always looking for better conditions, better pay, more promotions, etc. Often companies have to hire senior staff from outside because there aren’t enough well trained employees within the company that would make good promotion candidates. The new senior staff will generally need some time to get familiar with the company works and its procedures and other administrative matters. In this kinds of situations, training staff who are already working in the company can help reduce this slowdown. (Qureshi, 2016)
[bookmark: _Toc534927338]Importance of training for individuals 
We spoke a lot about the benefits to the company of having well trained employees in the previous section. Now we will focus on the benefit to the employee of getting good quality training. 
As mentioned before, a well trained employee is likely to be better at his job. A good employee is likely to better liked by his managers and is therefore likely to be seen in a better light compared to his other follow employees. This can lead to him becoming the favourite for promotions or raises. This also means that he is less likely to have his job at risk when the business is not going very well. An example of a well trained employee would be for example who can type reports faster without making any typos and still having all the necessary content in it. This is a valuable skills in many businesses where things need to be done fast and because of this managers are likely to prioritise keeping close these people. (Saari, 2004)
Aside from giving job security, being well trained can also make it easier for you find a new job. Skills, experience and training undergone can be written on a CV and it instantly shows to a potential hiring manager that you are well trained and qualified. Someone who has been trained more is also likely to be confident and knowledgeable enough to take roles that require higher skills level than his current job. Being able to do things above expectation and being able to take responsibility is something that many employers look favourably on. So, when that employee goes a new job interview he can showcase this and have a much higher chance of getting the job. (Ahman, 2003)
For some people being able to do things better an be an example for others is also a matter of pride. A well trained employee is likely to be able to take on responsible roles more often and successfully and for many people doing a job well done is a point of personal satisfaction. 
[bookmark: _Toc534927339]Possible problems that companies face when training employees
So far we have been discussing the best things about training. In this section, we will talk about some of the possible negative effects of training on a company and why sometimes managers are reluctant to train their staff.
To begin this discussion, we should address the issues relating to the cost of training new or existing employees. 
Training an employee brings him away from his day job to do something that is often not directly producing an income for the organisation. Some kinds of training cost more resources than others, we will discuss cost of each kind of training in more detail in the next section. However, a big concern for managers is not knowing if investing the time and money in an employee will be give appositive result or not. Because of this some managers created an attitude of resistance towards requests for training. Managers with this kind of outlook are often the ones complaining about the lack of qualified labour at their companies. (Schnotz, 2015)
Other managers take a more middle of the road approach by asking the employees to prove themselves to be good employees. Once they are satisfied that the employee is good for the company they will invest more in them. This at first sounds like a good approach to take as it balances the cost of training with proof of employee skills and dedication. But it is easy for a manager to miss a hard working employee, specially if it’s in a big company or other managers might try to use this system to punish employees who disagree on work related issues with them. (Linn, 2015)
Some managers in the meanwhile have taken a completely different approach to training, instead of sacrificing company time for the training, they ask the employees to be present for training on the weekends or after work hours. This is particularly unpleasant with many employees, and specially more so when the additional training is not paid. The problem here is that although the managers can tick down their employees as being present, it is unlikely they would be a good disposition and thus not very motivated to learn from the training session. This is prominent in some industries where long hours or unpaid overtime is common, such and finance. (Walker, 2018)
Ultimately, investing in anything, specially people, is a gamble. But if current trends in how people do business, if we in particular look at the companies with high growth, it seems that investing in people is more regularly a winning gamble. 
[bookmark: _Toc534927340]Methods of training available to companies 
There are many ways in which companies can train their employees today. The training methods all have their advantages and disinvites and not all are suited to all companies. In this section we will discuss a few of them.
[bookmark: _Toc534927341]On the job training
This is perhaps the oldest for of training new staff and one the easiest to implement. It bases on having the new employee jump directly into his role. Sometimes this will be done under the supervision of a senior employee but in some unorganised companies employees are sometimes hired and left to learn their job entirely by themselves. 
Some companies might also have unsupervised but structured training plans. For example, upon starting his new job he might be given a booklet with a list of things that he needs to within his first two weeks at work and instructions on how to get those individual tasks done. 
On the job training can be very good and effective if employees are given some feedback on how well they are doing. Otherwise the might feel very confident doing their jobs but may be doing it wrong. As it can deduced from there, feedback is always not available or of the best quality when the training is unsupervised. Low quality feedback results from managers or senior staff not being fully aware of what the new staff had been doing and therefore do not have a full picture of the effort and results the employees have been getting. (Russel, 2017)
The downside of on the job training is that without having a dedicated supervisor, it becomes essentially self training which can go wrong. 
However, if a supervisor is assigned to a new employee this will take time from the supervisors day. And then both the supervisor and the new employee will spending time on things that do not directly bring in revenue. 
However, in some niche businesses on the job supervised training is the most efficient as the supervisor can integrate his work with the training. Examples of businesses where on the job training works really well are the trucking industry, rail conductor, pilots, construction work, etc.
If the business involves work that relies on the employee being able to use his body or hands to than watching someone more experienced and trying out for them selves is widely accepted as the best approach.
[bookmark: _Toc534927342]Using a computer based simulator 
Although we don’t hear much about people training for a job by playing video games, this is something that is becoming popular in a few industries and in the future as technology moves on might become practical for many other industries. 
The aviation industry has been using very expensive simulators to train pilots for many years. Many armed forces around the world also use video game style simulators to develop their soldiers. And more and more financial traders and stock brokers are using stock marker simulator software to better themselves. Simulators are also use frequently in the health care industry to train doctors and nurses. (Lyod, 2018)
In industries where the job has a high risk or training is prohibitable expensive, simulators are becoming ever more popular. It allows to test the employees skills, reactions, or simply introducing or testing out new procedures, but in a safe environment where the simulation can ran multiple times without issues until the employees are ruffianly capable of doing the job them selves. 
The major disadvantage of this type of training is that the options are limited to a very few businesses. Additionally, simulator equipment is often very specialized equipment that costs many thousands or maybe millions of pounds to buy. This is very well demonstrated by the simulators used by the airplane industry to train pilots. 
However, technology moves on, it is possible that simulators could become the preferred method of training employees. In fact there are already some video game style simulators that simulate working in a office. Combined with new generation of workers interest in video games, this could in fact be a very productive way of training employees. 
[bookmark: _Toc534927343]Coaching or mentoring
This is could be considered to be close to the model of supervised on the job training. A new employee is assigned to an experienced employee and the senior employee helps the new employee learn how the company works. 
It is less involved that the supervised on the job training because the mentor isn’t expected to be help the new employee at all times. But kind of training has the advantage of not taking up too much time of the senior employee who can then spend most of the day working on other important projects. It achieves an appropriate balance between transferring knowledge to newer staff while not costing too much in terms of company resources. 
It can also help build strong interpersonal connections in-between team members and this can further facilitate the learning process for the new employees as they are more likely to ask questions about things to people who they are friendly with. 
[bookmark: _Toc534927344]Lectures 
This is a very formal mode of training, taking in the shape of the standard school class room approach. A senior staff or an external company is usually hired to give lessons to new staff. 
This format of training is very good for managers to keep trac of progress. Tests or short coursework can be easily integrated with the lessons to check on employee focus. And from a managers point of view, the best employees can be easily picked up by the score of their tests. 
However, as with standard class rooms in schools. Class rooms in an office suffers from the same problem, people do not pay attention what the teacher is saying. There have been reports suggesting that only up to twenty percent of people are able or willing to put in effort to remember things they learn in class a few months after the lesson. 
And as with normal classes, there is often no or very little interaction between the students and the teacher. This can further reduce employees motivation to use that training opportunity. 
Furthermore, classes would have to be given to a large number of employees at one time for the training to be cost effective. If a senior staff is being pulled from his own work for training other others, he wouldn’t be happy about doing this too regularly. Likewise, if an external consultant or company is hired for the training it is likely they would charge money every time they come to the office. This brings on the next the problem, if there are lots of staff members out for training at the same time it can cause shortages in the service that the company provides during that time. For example, if this approach was used in a costumer support call centre, it would create very long waiting times for the costumers and could leave bad impression on the costumers. (Rhodes, 2006)
[bookmark: _Toc534927345]Group Activities 
These can be in a class room setting where the employees hit as it were a meeting and discuss their learning progress with other fellow new employees. These discussions would generally have the participation of a senior staff member who make sure the new staff stay on topic and help correct any misunderstandings they might have something that didn’t know was the wrong way of doing. 
The meeting type ones would be similar to the lecture style of training, but much more interactive, allowing ever one to participate and share the process they made on their training plans. 
New employees might often find way to improve their training plans or find mistakes it or come across a company policy that is outdated or any other form of improvement to the training plan. These group discussion sessions allow the management to learn about the new employees findings and incorporate them into their next edition of the training plan. (Campion, 1993)
[bookmark: _Toc534927346]General note training methods
There are many other training methods that companies around the world use. A full list is not possible because many of them mix different aspects of different methods to suit the needs of their particular staff and as seen with the case simulated environments, there are likely to be more different forms of training plans in the future. 
[bookmark: _Toc534927347]Individualised Training Plans
During the report we spoke largely about how training can be provided to a general population of employees. However, a strong trend now days are individualised training plans for each employee that joins a company. 
Individualised training plans are more challenging for a manager to implement as it requires more attention towards every member of his team. But the results can be in comparison to a general training plan much better. (Nino, 2014)
The principal factor in a training plan that makes better is that it allows the employee to voice his concerns and interests about the training he is going to receive.
To make an individualised training plan, the beginning is similar to any other training plan. First the management needs to look at the skills that company needs and establish where the skills gap is. Once the skills gap is defined, the managers can sit down in a meeting with the employee and go through the things they’d want him to be trained in. At this stage the employee can inform the managers if there are any skills in skills gap list that he already has and that hasn’t had an opportunity to display. 
This meeting can also be used to discuss any interests or hobbies that the employee has that might be useful for the business and as such he be trained further in those as well. 
A training plan developed taking into consideration the interests of both the business and employee are much more likely to keep the employee motivated throughout the training plan. 
The final stage of an individualised training plan are making individualised deadlines for the employee to meet. Similarly with integrating his hobbies and other interests, the employee can also help make deadlines that allow him time to do his normal work without stress and do the training and still have a good work life balance. (Magerko, 2005)
[bookmark: _Toc534927348]Problems with individual training plans 
The main issue is the amount of time that managers have to spend creating and managing a different training plan for every single employee. In a small company with ten or so employees, this could be an easy implementation. However, as the number of employees grow it becomes increasingly difficult to keep track of these. 
Individualised training plan are gaining attraction, it remains to see if similarly to simulation based training, they will become popular or not. 
[bookmark: _Toc534927349]How I made a training plan 
Currently I work in a taxi company, we manage multiple drivers and assign them jobs as and when costumers call us. 
In this company we use computers very frequently and since Uber joined the market we have had to increasingly rely on new software in conjunction with GPS trackers on the cars to deliver faster and cheaper services. 
This has led to the need to being able understand and use these software systems and GPS devices on a professional level. Most of the company, myself included, have little experience with advanced professional software such as the ones we use for dispatching cabs and managing traffic routes for our drivers. 
This was a key skills gap in our company. One that in todays competitive environment could lead the company to closing down. 
We developed a training plan to get us all up to date with the new technology we would be using. Because non of us had previous experience with this, we were forced to hire an external technology consultant who gave lessons over one week and took us through all of the features and options.
It is true the report states that in class rooms people do not pay too much attention. However, when its your job on the line, that factor is easily overcome!
After the lessons, we sat down and checked our notes. It was evident that some of us had learned certain sections better. We though that the best option would be if from that point onward, we trained our selves. We made a skill list with the names of the staff members who had gained more knowledge in which particular areas and every time anyone would have a question about they would go to that person. 
We did this for some four months until we all got a good understanding of it actually works. 
At the time when we went through with the changes, I did not fully realise what we were doing and there were some major flaws that we could have fixed such as choosing a different more flexible and interactive training method. However, when I make a training plan in the future I will be much better prepared. 
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