Learning and Development
[bookmark: _Hlk173685271]AC 6.1 - CIPD (2018) describes Learning and Development as “ensuring workers have the knowledge, skills and experience to fulfil individual and organisational needs and ambitions” therefore it does not only impact the employee but the business as a whole. As an employer it is important to prioritise Learning and Development as the Udemy report ‘Millennials at Work’ (2018) stated that 42% of 20 to 40 year olds consider the Learning and Development opportunities when deciding where to work, this also supported the Deloitte report (2018, quoted in Udemy, 2018, p 6) noting that millennials “care about much more than salary when evaluating job options”.
Shadowing would be an effective form of learning and development for the sales assistants within Clean Quarter Ltd, as it would give the employees and opportunity to work alongside Jaspreet and Caroline and align with their vision for the organisation ensuring an increase in skills and knowledge and to build trust and respect within the organisation which would lead to a positive workplace culture and environment. With time the shadowing could be led by other more senior and experienced staff other than Jaspreet and Caroline.
Another option is to hold communication workshops, communication is key in any organisation but especially a forward customer facing role such as a sales assistant. There are many benefits to improved communication, it increases the employees working performance directly with customers, but it also enhances teamworking and collaboration leading to increased organisational culture improvement.

AC 6.2 - Waite et al (2021) explains that “a learning need usually exists where there is a gap between what someone wants, needs or is required to do, and what they actually can do”, having said this, learning needs can arise because of various reasons, a lack of understanding of the company’s overall goals, “ineffective organisational systems” or resourcing issues.
Covid 19 lead to a sudden and steep reliance on IT which for many employees was a steep learning curve, this would have led to significant learning and development opportunities to ensure each employee was equipped with the skills to adapt to home working following the new organisational policies.
Factors affecting Learning and Development can be internal or external. For Clean Quarter Ltd one example of why a learning need may arise could be because the company could decide to expand to new markets. This would mean that all employees would need a degree of development to ensure they are aware of the changes in processes and potentially the new goals of the organisation. An external factor that often affects companies and organisations is technology, with technology continuously developing companies must also develop and adapt, this in turn leads to requiring “staff to be upskilled so that they can deliver, or if not directly involved then at least understand, the new offering” (Waite et al, 2021, p.211).

AC 6.3 - There are many different options of how to deliver learning and development, but these are often not stand-alone options and are often a combination to include various methods to develop a certain skill.
Face-to-face learning or synchronous learning involves interaction with others and often involves immediate feedback, examples include training sessions led by an instructor; on-the-job training, such as shadowing, it is a hands-on approach which happens in the workplace; and workshops, these often held with a group of learners focussing on a specific skill or topic.
Asynchronous involves a level of self-discipline in order to learn in the learner’s own time and in an environment that suits them, examples include e-learning, using online courses; and flipped classroom, where the learner studies independently before attending an in-person session to further develop their understanding.
[bookmark: _Hlk173693342]Facilitation – This process involves a facilitator which guides the discussion or activity to achieve the objectives. Facilitation is more of a “‘hands off’ approach, where the trainer/facilitator focuses less on ‘delivering learning’ and more on ‘supporting the learning process’” (Waite et al, 2021, p213). Beevers, Rea and Hayden (2019) explains that facilitation is the continuation of learning style from lecturer which is very led, through trainer to facilitator which is a learner-led style.
Training – Training tends to involve a more structured learning environment but it can involve many different types of learning activities. Waite et al (2021) explains that a training programme or sessions can include many different methods, from presentation, demonstration, discussion andn practice, they also explain that training can be done on a one-to-one basis or in a group format.
Coaching – Coaching can be more personalised where the coach helps the employee achieve their goal and improve performance often using one-to-one sessions. Sometimes coaching can be closely linked to facilitating with Sir John Whitmore (1992, quoted in Waite et al, 2021, p215) desciribing it as “unlocking peoples’s potential to maximise their own performance. It is helping them to learn rather than teaching them.” An employee is encouraged to reflect on their own performance, identify and access their own learning.
Mentoring – Mentoring is often a partnership between a more experiences employee and a less experienced employee, this is the traditional style of mentoring although Waite et al (2021) explains that in recent decades it has evolved to include group mentoring, where different members of the group would lead of different aspects with everyone offering ideas and suggestions; peer mentoring, where both employees would be on the same level; and reverse mentoring, where the mentor is in a less senior role but can give a different viewpoint.
Blended learning uses a combination of various learning methods to achieve the learning and development, this often varies based on the individual or the specific skills needed. This can lead to an increase in flexibility and accessibility and can be cost-effective as certain e-learning can be cost effective compared to face-to-face training.

AC 6.4 - There are many factors to consider when planning learning a development initiatives, one of which is a learner’s prior knowledge. It is essential to establish a learner’s current level of understanding to ensure that the training is not repetitive and in effect redundant. By conducting an initial assessment of the individual’s requirements and preferences this can help tailor the learning to their needs and lead to a more successful learning and development experience for both the individual and the company. In this way the learning would start at an appropriate level for the learner.
Linked to the initial assessment of the learner the trainer/facilitator/line manager will be able to establish the learner modality preferences. Ever learner learns in a different way from visual, auditory, reading/writing etc. This can affect the effectiveness of the learning. This can sometimes be more difficult to accommodate as different learning methods may not be available or may be more costly, but it is important to explore the different learning styles.
Another key aspect to consider is the ethics and equality of the learning. All aspects of a company are bound by ethical codes and learning and development are no different. When creating a learning plan, it is crucial to ensure that no learner is at a disadvantage from being able to learn. Based on individual’s religious beliefs they may not be able to attend training sessions on a specific day of the week or on a specific religious holiday therefore considering dates of synchronous training or giving the option of asynchronous learning; a training plan must be accessible for any learner with a disability, for example ensuring the training room is in an accessible location or the video has the option for closed captions. Waite et al (2021) explains that eliminating the barriers to learning could lead to learners taking “control of their own learning and development”.

AC 6.5 - One method of evaluating learning and development is using the Kirkpatrick model (Waite et al, 2021), which constitutes of 4 levels of evaluation.
1. Firstly, is how learners react to their learning, whether they were engaged etc. this is often collected via trainer assessments and feedback on the training.
2. Then we would evaluate if the learner has achieved and learned the planned skills or knowledge through assessments or demonstrations.
3. This step happens within the workplace to assess whether the learner is implementing what they have learned, this can be done through supervisor feedback, observations or performance reviews.
4. Finally, the company would look at the impact of the training on the business, potentially leading to reduced costs, higher sales or increased productivity.
Another method to evaluate training is the Brinkerhoff Success Case Method which only evaluates the most and least successful learner from a training programme, this then leads to feedback on the best-case scenario and the reasons as to why the programme didn’t work.
Other methods of collecting feedback include interviews, needs assessment, data analysis, 360 feedback and evaluations of the training.
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