Essentials of People Practice (BMPD3003) - James Davies

Task 5 
Why is learning and development beneficial for individuals and organisations?
· Develop skills and knowledge – Ensuring a workforce that is capable to complete the tasks needed for the organisation to meet its goals and targets. This will also help to keep a workforce up to date on training in an ever-changing world. 
· [bookmark: _Int_9gNDYbr6][bookmark: _Int_7UVhLO6v]Increased employee retention – HR News (2021) tells us ‘Learning and development opportunities have a big influence on employee retention rates’ this suggests that employees would stay with an organisation that encourages them to develop. 
· Increased productivity – Employees who are skilled will be more capable of doing their jobs, therefore, increasing productivity. 
· [bookmark: _Int_TY6899zX]Can reduce risks in the workplace – When employees are trained on equipment, they are less likely to cause injury to themselves and other. This could also have a financial impact on the organisation if an employee has been made to work with equipment they are not fully trained to do so. 
· Improves job satisfaction – HR News (2021) tells us that when employees can develop, they gain ‘the knowledge and skills they need to excel in their position. This can help to create a more positive working culture and boost employee morale.’
· Better relationships between the employer & employee – When a manager is supportive of an employee’s development and the employee wants to develop to do their job to a higher standard will improve these relationships. 
· Better relationship between the customer/service user and the organisation – Trained employees are better trained when it comes to customer service, which can have a positive impact on the customer experience. This can also build up professional relationships when working with long term customers. 
· Good employer brand - will attract skilled employees. 
· Improves the reputation of the organisation. 

[bookmark: _Int_G85HV7Xb]There are several types of learning needs, this could be a more individual basis for an employee who lacks some skills or knowledge to complete tasks, or it could be departmental or organisational. Waite et al. (2021) tells us ‘organisations are subject to, and have to respond to, constant change in the world around them.’ They also go on to tell us that with these changes comes the ‘need for new knowledge, skills and behaviours.’ The reasons for change can come both internally and externally, a good technique to use to analyse external factors would be the PESTLE analysis. 
· Political 
· Economic
· Social
· Technological
· Legal
· Environmental/Ethical
[bookmark: _Int_qzYHgKIP]It is important for an organisation to be able to monitor and change along with any of these factors to stay competitive. 
[bookmark: _Int_0DebNtnH][bookmark: _Int_YxmIsksQ][bookmark: _Int_f1cGfPO4]CIPD (2021), explains ‘Engaging with a variety of stakeholders, including subject matter experts, operational managers and the impacted employees, is vital and they need to be consulted from the outset’. They also go on to tell us the various levels of learning needs,
· [bookmark: _Int_oY1NqHws]The whole organisation – Needs to keep up with the times and change accordingly.
· [bookmark: _Int_W68Hetx1]Departmental – They may be a missing skillset within a department or team that needs to be developed. 
· [bookmark: _Int_Ar2bbGcN][bookmark: _Int_gOjlQpVS][bookmark: _Int_4azuvsfq]Individual – A missing skillset that needs to be developed for an employee to fulfil their duties and responsibilities. 
The Tourism Space (2020), Gives us four types of learning need as,
· Skills and knowledge 
· confidence and belief
· perspective
· reassurance
[bookmark: _Int_hpBbI3D5][bookmark: _Int_Z8vMSmXz][bookmark: _Int_7WQIchsV]CIPD (2021) ‘Any method of workplace learning must support individuals, teams or the organisation as a whole to build capability that meets business needs’. There are many ways to approach learning and development in an organisation. 
Waite et al. (2021) gives us different approaches to learning and development. 
[bookmark: _Int_RG2Hmbe9][bookmark: _Int_HtYFwkPj]Training is ‘used to refer to all kinds of learning activity’. It is described as structured and ‘content driven’. Waite et al. (2021) goes on to explain some of the methods, such as ‘knowledge input/presentation, discussion, demonstration, and skills practice’. Some of these methods are,
· Facilitation – which regarded as being a more ‘hands off’ approach, where ‘the trainer/facilitator focuses less on delivering learning and more on supporting the learning process’. Waite et al (2021)
· Online learning or ‘E-Learning’, which Waite et al. (2021) says it ‘may be just about reading and answering questions or significantly more interactive’. This can provide easy access to training materials for employees when they are required to keep up to date on certain skills and knowledge. 
· [bookmark: _Int_Cm4f2fOV]Coaching is said to be helping an employee to learn rather than teaching them. Waite et al. (2021) goes on to tell us that coaching is ‘about asking questions, reflecting back themes and insights to build the learners self-awareness'.
· [bookmark: _Int_WojmyegB]Mentoring is ‘essentially a relationship in which one person acts as a beneficial guide and support to another.’ Waite et al. (2021). This can also be broken up into group mentoring, peer mentoring, and reverse mentoring.
· [bookmark: _Int_Bd3UYBXk][bookmark: _Int_14ClrxOM]Consulting is described by Waite et al. (2021) that ‘an L&D consultant might support the business area with any or all aspects of training’.  
Blended learning provides a combination of face-to-face learning and dynamic digital activities and content that facilitate anytime/anyplace learning. - Jisc.ac.uk (2020). The examples of the benefits of blended learning are’
· [bookmark: _Int_QMDYteSP]It will appeal to more learner preferences as different people learn in separate ways more effectively.
· [bookmark: _Int_vOWPQqSG]It can be ‘more stimulating and interesting for learners and so result in deeper learning’. Waite et al. (2021).
· [bookmark: _Int_WOnD4DEj][bookmark: _Int_qNpB2l3L]Several different approaches can bring more people into the learning/teaching environment, such as, ‘line managers, expert speakers, or experts within videos, internal coaches, external providers or other contributors’. Waite et al. (2021)
· [bookmark: _Int_o9TY6WgI]Can be a very cost-effective way of learning. 
· The use of IT can also help to develop an employee’s IT skills. 

[bookmark: _Int_yRYd5XgD][bookmark: _Int_Mau4S83K]Different people learn differently depending on their personal preferences and individual circumstances, so it is important for this to be considered. 
· [bookmark: _Int_y8Js5YNY][bookmark: _Int_zbfIOKHc]Adult learners, Waite et al. (2021) gives us several points, adults are self-directed and make their own decisions, they can bring previous learning experiences, they can be more interested in learning and can be more motivated. 
· [bookmark: _Int_qz5UlB6n]Individual learners all have individual needs, this could mean the most effective way in which they learn, one may learn better reading, another may learn better by being spoken to directly. Their individual circumstances will also have a bearing here, some may have childcare responsibilities, meaning they may not have the ability to attend classes or training before and after school starts and finishes, working hours, ill-ness and career responsibilities will also affect this. 
· [bookmark: _Int_zE1EfIop][bookmark: _Int_dUsFUdV2]Group learning instantly makes individual needs more difficult, but in some cases, group learning will be more effective, especially in a teamwork-based job. Learning in this way can also be more effective when it comes to having to be able to see scenarios from different perspectives.

CIPD (2022) describes evaluating learning and development as ‘the quality and effectiveness of learning and development (L&D) activities’ 
CIPD (2022) also goes on to tell us, ‘Evaluation activities can include:
· Impact
· Transfer 
· Engagement 
There are many different methods of evaluating learning and development. 
[bookmark: _Int_qk6VE7Tw]The Kirkpatrick model has 4 ways of evaluating training, CIPD (2022) gives these as,
1. Reaction to training
2. Learning
3. Behaviour
4. Results
Brinkerhoff success case method is focused on ‘finding likely ‘success cases’ where individuals or teams have benefited from the learning’ CIPD (2022). It also goes onto say that these ‘typically come from a survey, performance reports, organisational data or the ‘information grapevine’.
This method also looks at the less successful cases and asks questions as to why this is the case. Taken from CIPD (2022),
· How well is an organisation using learning to improve performance?
· What organisational processes/resources are in place to support performance improvement?
· What needs to be improved?
· What organisational barriers stand in the way of performance improvement?
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