FACT SHEET- LEARNING AND DEVELOPMENT
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One of the critical challenges organisations faces is fulfilling employees L&D needs. From generating a workforce to face “Industry 4.0” which is termed the 4th Industrial revolution (McKinsey, 2022) with skills adept to work with AI or Automation to meeting the needs of a diverse workforce with effectiveness, we need to understand why organisations face learning needs. Employers need to establish whether learning needs are occurring at individual or organisational level.  
One of the biggest drivers of learning and development needs is change. The drivers of change can be internal or external. Whether it might be a business imperative, or economic-political imperative, change leads to performance gaps due to lack of knowledge (Lambertson, 2018). Learning needs can fill the gap between the actual skill and required skill and employees are able to successfully meet the challenges of their work alongside aligning organisational objectives. There is no doubt that learning and development culture creates a positive impact to an organisation. L&D helps to navigate organisations through the changes that’s happening in global scale. Identifying performance gaps isn’t enough if it doesn’t target what it is trying to improve. Identifying these needs and addressing it through targeted training initiatives can significantly improve performance, growth, and engagement. An individual’s capabilities such as skill, knowledge and behaviours are impacted through learning interventions. 
This paper aims to support the evidence to why learning and development is crucial for organisations by looking into how and why it arises also the importance of different learning preferences and requirements all whilst supporting employees and organisational goals. 













6.1 Explain why learning and development activities are of benefit to individuals and organisations.
Learning and development (L&D) fosters organisational performance by driving employee engagement and creating exceptional workplace culture. According to Akerlof and Kranton (2000, cited in CEDEFOP, 2011) if employees derive higher identity-utility from their work, they won’t require more financial incentives to do their job well. Therefore, organisations can mobilise feelings of loyalty and belonging by stimulating learning and development as a key strategy to retain that commitment from employees. Employees who perceive they receive adequate L&D opportunities as an exchange for their work are likely to exhibit citizenship behaviour (Manenzhe and Ngirande, 2021) which means that employees execute tasks that are beyond their formal job descriptions and is often seen as a part of psychological contract between the employee and organisation. With consistent L&D opportunities organisations can future-proof their human capital and reduce risks of having untrained employees as well.
While L&D is a core function of HR and supports all professional development and builds capabilities across the organisation, it also plays a crucial role in an organisation’s talent management strategies. Deploying L&D activities such as reskilling can yield positive financial returns for the organisation by uplifting productivity of 6-12% (Allas, Fairbairn, and Foote, 2020) according to research by Mckinsey. With digitization across business functions and processes, retraining employees becomes more cost-effective than hiring and it also supports career agility and is linked to greater internal mobility which increases the time an employee stays within the organisation (LinkedIn, 2022). 

6.2 Describe different types of learning needs and reasons why they arise for individuals and organisations. 
Learning needs are identified using training needs analysis (Vulpen, 2020) that determines a learning gap in employees’ existing and desired skills. When there is a disparity between the current performance and expected performance, it signifies learning needs due to performance issues. For instance, if an employee lacks the right capabilities to deliver organisational strategies due to new ways of working signifies a performance gap due to learning needs. Learning needs arising from performance gap usually has performance discrepancies or skill deficiency and employees may need skill-based needs such as digital skills or leadership abilities.   
Learning needs also occur due to organisational change which can be strategic, structural, cultural, or technological (Apty, 2022). These factors can be influenced by both external and internal changes and thus creates a need for organisational learning. For instance, changes in the industry landscape due to legal factors such as compliance and regulatory requirements which organisations must comply with. In this case, integrating legal considerations into training and development initiatives ensure that employees are fully aware of legal matters and standards and their responsibilities regarding work. Internal changes within an organisation can drive organisational learning which can lead to great improvements in various areas. Employees learn new way to perform their tasks if an organisation undergoes process improvements such as restructuring (LinkedIn, 2023a). 



6.3 Summarise different face-to-face and blended learning and development approaches, including: facilitation; training; coaching; mentoring. 
Facilitation is a technique used in learning and development by facilitators who acts to engage participants in acquiring, retaining and apply learning insights by using a participative-style method (ATD, n.d.).  Facilitating supports the learning process rather than delivering learning or content by providing resources and support participants to encourage learning by creating a collaborative relationship, self-directed motivation to problem-solve and voluntary participation (Cross, 1996). However, there are challenges on facilitation such as if the facilitator isn’t attuned to the needs or purpose of the training, it might cause dissatisfaction among participants (Crampton, 2022).
Training is a content driven approach to learning and is made available to improve one’s skills, capabilities, or behaviour (CIPD, 2022a) ultimately with the goal to pass knowledge from the trainer to the trainee (CPD, 2022). In this case, facilitation can be in the trainer’s learning toolkit which means their goal is to assist learning by aiming to deliver learning outcome. It is beneficial when direct knowledge passing is important to improve process, function, or performance. For example, compliance learning needs requiring training for employees to be updated with a specific knowledge.  
Coaching in organisational setting is to facilitate employees to achieve their potential in leadership, skills, and capabilities development (CIPD, 2021). Althoug coaching can be both directive and non-directive (Imperial College London, n.d.), the latter is said to be more helpful to individuals to overcome self-limiting assumptions and attitudes such as low confidence (Braddell, 2017) and to take charge of their own learning and development. Through this self-directed learning from the coachees’ and the impact of feedback and reflection by the coach enhances self-efficacy leading to development of skills required to promote organisational sustainability (Roša and Lace, 2021).
Mentoring is a collaborative learning between two parties, where one is experienced (mentor) who then guides the other person (mentee) to gain practical knowledge and insights (Herrity, 2022). Mentorship supports the learning, personal and professional relationship development, and career progression with organisation’s strategic objectives in mind and to improve organisational culture and workplace. This exchange of information although meant to support the mentee also benefits the mentor whereby, they enhance their own skills such as active listening and improved facilitation skills (WEP, 2020a). 

6.4 Explain how individual requirements and preferences must be accommodated in the design and delivery of learning and development. 

Learning preferences can be best described as how an individual prefers certain learning modalities over others such as in person or virtual (Miller,2021). The reason why individuals’ preferences and requirements must be accommodated in the design of learning is to give individuals their own tools to shape their learning experiences (Kennard, 2018) and make their learning experiences as impactful and engaging as possible. 
According to Adult learning theory by Knowles (1968), adult learners are self-directed, autonomous learners with past experiences and have a motivation for their learning (NRDC, 20023). By applying this theory into L&D strategy, learning interventions can be made that promotes flexibility and autonomy, supports quick and problem-centred learning and readily applicable practical lessons (vera, 2021a). L&D teams can also incorporate “Universal Design for learning” principles into their L&D strategies to make learning accessible and usable regardless of their abilities, disabilities, or preferences to create an inclusive learning environment (Bartlett and Ehrlich, 2021). It could be incorporating various modalities such as videos, audios, images or graphs and other accessibility considerations such as video-captions and allowing users to demonstrate their learning outcomes in different ways (LinkedIn, 2023b). Ethics, equality, and fairness are critical at conception, design and delivery of any learning and development.  This can demonstrated by providing learning opportunities that is accessible to learners with conflicting time commitments or any cultural expectations from learners of different religious backgrounds. 


6.5 Discuss how learning and development can be evaluated and its impact. 
In L&D, evaluation refers to the process of gathering information for the purpose of assessing and measuring the effectiveness and impact of training and learning initiatives (MindTools, 2015).  
Kirkpatrick’s four levels of evaluation (Kirkpatrick Partners, 2022) is a core paradigm used to assess the efficiency and effectiveness of L&D programs, each focusing on a different aspect of evaluation. 
Level 1: Reaction
This level captures participants’ immediate feeling and impressions regarding the training and offers information to which degree they found the training favourable or engaging. 
Level 2: Learning 
The degree to which extent participants gained intended knowledge, skills, or attitudes because of the training program (Alsalamah and Callinan, 2021).
Level 3: Behaviour 
This level analyses whether learners apply or transfer the acquired knowledge to the workplace. 
Level 4: Results 
This level looks at whether the training has brought tangible improvements such as productivity, reduced cost, efficiency, or revenue. 
Birkenhoff’s success case method (2003, as cited in CIPD, 2022b) draws a comparison between the most successful and least successful cases and delves into the factors that contributes or impedes the success of a training initiative by applying 5 major steps (Deller, 2021).
1.Focusing and planning a success case study to define the purpose and identify critical success factors or outline the objectives of the case study.
2.Creating an impact model that outlines the expected outcomes, success criteria or possible barriers that impedes the success.
3. Designing and implementing a survey to gather information and insights from both best and worst cases to understand what contributed to the success or challenges in the training program.
4. Interviewing and documenting success case to highlight success factors and showcase positive impact of the training programs. 
5. Drawing conclusions, writing recommendations, and communicating findings to stakeholders by understanding patters to provide a clear picture of the significant factors that play a role in contributing to positive outcomes.

Conclusion
In an organisational context, learning needs can vary among individuals and arise due to reasons such as performance gaps and change (Waite et al., 2021) and can occur both at individual and organisational level. Different types of learning needs could be skill based, organisational change, professional development needs, etc. Learning and development initiatives are crucial to acquire new skills and knowledge or improve existing ones and ensure employees are competent and agile in rapidly evolving markets.
After identification of learning needs, L&D should consider different learning approaches. Individuals have varying needs and learning styles. By utilising different methods of approach, organisations can adapt to diverse needs and preferences of individuals or groups. Practical implications on the effectiveness of coaching should integrate cognitive behavioural and solution focused technique to address coachees’ values and motivators so that the coach and coachee can collaboratively work together to identify what might be stopping the coachee from achieving their full potential (Wang et al., 2021). Although there are different mentoring models, a mentee-led approach can drive a successful mentoring relationship and play a key role in goal setting and proposing agenda to take responsibility of his own development (WEP, 2020b).
The method of learning is only effective if it engages individuals in the learning. As much as the design of learning and development is important, training development is equally important factor that contributes to the learners’ satisfaction. Knowing what learner preferences and requirements and if its individual or group learning is crucial so that it supports transformative learning for adult learners (Esra, 2011). Having a self-directed learning option allows autonomy where L&D teams act more like a facilitator and supports the challenges faced by learners due to time commitment constraints or logistics of the program. This way learners can connect their specific training with their past knowledge and experiences to deal with their daily challenges at work (Vera, 2021b). 
Not only will evaluation enable organisations to determine whether a training program has been effective, it also measures the return on investment on L&D efforts, develop L&D provision for continuous improvement, and make informed data-driven decisions. Measuring all four levels in Kirkpatrick’s model is important as it captures the initial feedback and indicates the level of engagement and motivation by the training. It also shows the knowledge and skill acquisition and impact on successful behaviour changes and validates the value of L&D efforts through positive outcome evaluation. Kirkpatrick’s model focuses on collecting data through quantitative research methods such as surveys where participants feedback is assessed and evaluated providing a broader focus on the effectiveness of the overall training (Downes, n.d.).
The steps in the success case methods are important because it lays the foundation for the entire evaluation by identifying both success and non-success cases. By deliberately looking at those cases, Birkenhoff’s success case method aims to answer how well does a training work in a best-case scenario and if it doesn’t what’s the reason behind it (SmartConsult, 2020) through qualitative analysis and conceptual findings from two extreme sides (Gundermann, 2018).
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