



Link to video presentation
Please find the link to the group presentation
	
https://drive.google.com/file/d/12PnkdUqdPvgzXopnH6VgHd5oumRmWehn/view?usp=share_link




Introduction
A Learning and development strategy outlines how an organisation develops its workforce’s capabilities, skills, and competencies it needs and how they can be developed to ensure a sustainable, successful organisation (CIPD, 2022). Understanding the definition of a learning and development plan (L&D) is essential before a practical evaluation can be undertaken. There are many interpretations of an L&D plan, with many believing it is simply a way of measuring the organisation and its employee’s performance. Black and Plowright (2010) argue that this represents one-dimensional thinking, and this style of thinking means leaders are less likely to find creative ways of resolving problems such as conflict management. 
The presentation will focus on the L&D plan of the General Motors organisation, one of the most well-respected companies under the stewardship of Mary Barra, the Chief Operating Officer (CEO), has created an environment where all employees feel valued, can develop their skills to aid the organisation’s success, and advocates diversity and inclusivity. To succeed, GM must be agile and innovative and react to industry trends while creating a robust L&D plan that provides employees with the skills to carry out their roles and develop to fulfil their potential while allowing the organisation to meet their operational objectives (Poloniemi and Goller, 2017). 
L& D Plan
GM has created an L& D plan that comprises four essential elements. Firstly, there is a strong focus on inclusivity, making sure that all employees have a sense of belonging and feel that they have a voice so that they know that they know the skills and abilities they have are valued; as a more comprehensive organisation, it can create a healthier work environment with better productivity and absenteeism rates (Strong, 2019).  By creating a robust and inclusive workforce, GM feels this will also prevent bullying, harassment, and racial prejudice. GM hopes this will help prevent employees from suffering from mental illness. GM has more work to do in this area; according to Dam and Maisie (2018), there have been several cases of racial discrimination at GM where employees have not felt part of the organisation, which has resulted in a toxic work environment. These issues will need to be addressed as, if not dealt with could permeate through the rest of the company and be problematic for GM’s brand. Secondly, GM has worked hard to create a diverse workforce as they feel the company should represent the public they serve, and employees from all backgrounds should shape the company’s vision. Thirdly, the L&D plan emphasises opportunities for all, and regardless of where you are in the company, you can rise through the ranks of the organisation with the right skills, training, and commitment. The L&D plan is heavily focused on the organisation’s growth strategy, and GM is aligned with the view that growth is the compass of where we are going. According to Barra (2022), growth is the context for our choices to pursue our visions. 
Key Objectives
The L&D strategy appears to be driven by GM’s overriding mission statement and vision of creating a world with zero crashes, zero emissions, and zero congestion and moving the world forward. GM’s vision aligns with delivering world-class service at every touchpoint and on a foundation of trust and transparency. Fostering Innovation plays a vital part in GM’s L&D plan, with a significant focus on developing the technology of driverless vehicles. After the organisation's turbulent past, trust and transparency are essential to GM’s L&D plan. The organisation’s strategy is also based on three key pillars our words (what we say), our deeds (what we do) and our culture (who we are) (General Motors, 2022). 

Recruitment
One of GM’s fundamental strategies in their L&D plan is around recruitment. GM wants to recruit only the most suitable candidates with talent, commitment, and drive from a broad and diverse talent pool. Stahl (2023) suggests that having a diverse workforce is 70 per cent likely to capture more markets. This could have significant benefits for GM. The recruitment process is complicated, with only 40 per cent of candidates’ applications being accepted (Tan, 2023). Hence, this ensures that GM only recruits the most talented employees, who are prepared to go above and beyond for the company to help them achieve their objectives and receive significant rewards in training, development, and investment. GM has embraced technology in its recruitment process by using AI (Artificial Intelligence) in its interview process. The AI app will take candidates through rigorous tests before they are invited to an interview panel, ensuring only the most talented are selected. 
Learning Programme
GM has made significant investments in its L&D plan so that employees are given the tools to complete their roles and the opportunity to train and develop to achieve the skills and experience to rise through the ranks of GM. Several pathways exist for employees to progress, and several learning programmes have been created to foster development, education, and technical expertise.
Degreed Learning Platform
The degree platform is a learning experience platform introduced in 2021 to support employees learning during the workflow. It enables self-assessment of skills proficiency prioritisation and provides over 2500 learning pathways. It also provides employees access to 9,700 social learning groups to continue exploring and practising their knowledge. GM also subscribes to a 70-20-10 philosophy of learning, where 70% of education ideally occurs through on-the-job experiences, including stretch projects. The following 20% happens through exposure activities, coaching, mentoring, participation in ERGs and other social activities (Inkpen, 2022).
GlobeSmart 
GlobeSmart is an online resource designed to help employees increase their cultural agility and improve their ability to interface with colleagues and clients in different countries. More broadly, GlobeSmart focuses on cultivating relationships and sharing best practices with employees in other countries to raise cultural awareness (Townsend et al., 2010).
Conclusion
In conclusion, GM has a robust L&D plan that helps the organisation achieve its operational objectives while creating a workforce that promotes talent, diversity, inclusion, and opportunities for all. The plan aligns with the company’s vision of zero emissions, zero crashes and zero congestion while delivering a first-class service at every touchpoint of the customer journey. There are several learning platforms for employees to develop within the organisation, and GM also promotes self-development to achieve success. There are, however, areas of improvement. In the L&D plan, there do not appear to be any timescales for reviewing the plan. This is vital so that employees can measure their performance; otherwise, how do they know if they are achieving and by what date? GM must also ensure that all employees feel valued and included in the organisation. There have been cases where certain employees think they have been racially discriminated against, impeding their learning. If GM wants to create an inclusive culture, all employees must be part of the journey and success. 
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