In an EU country of your choice, identify current legislation related to employee training and development and critically evaluate the extent to which the legislation meets its aims.

Human Resource Management

University of Wales Trinity Saint David School of Engineering

Daniel Tate 1701938

Motorsport Management and Logistics Level 6

M6X01291











































1.0 Introduction
Employee training and development is a crucial part of human resource management. Although training and development are different in their orientation and objectives, both improve the capability, productivity and overall performance of the staff member.

1.1 Employee Training Introduction 
Best defined by Rothwell and Sredl, training is “a short-term intervention designed to change individuals by equipping them with the necessary knowledge, skills, and attitudes they need to meet or exceed customer requirements and achieve essential work results.” ( Rothwell & Sredl , 2000)
Employee training is a short-term intervention which allows staff members to gain specific skills, knowledge and attitude that are needed to execute their job-related tasks effectively and proficiently. Training is often implemented from the point of initial employment or to improve an employees performance. During the introductory period of a job, employers often use this period of time to train staff on their company policies and procedures along with their standards and expectations. Satisfactory training allows for a more competent worker, which in-turn increases productivity and profitability for the company.

1.2 Employee Development Introduction
Noe. et al (2009) defines employee development as “the acquisition of knowledge, skills, and behaviours that improve an employee’s ability to meet changes in job requirements and customer demands. It helps individuals build their knowledge, skills, and attitudes in line with career aspirations and personal interests.” ( Noe, et al., 2009)

Although employee training and employee development both have the same outcome, that being a more informed and knowledgeable employee, this development is different in its primary objectives. Employee development is an on-going, long-term, systematic procedure where the staff member improves their theoretical and potential knowledge within their given industry. Employee development is commonly offered to those in a more authoritative role who can then transfer skills they have learnt to other staff members through coaching and mentoring.
This paper will specifically focus on the current legislation related to apprenticeship schemes in England. It will also focus on the provision of training and development for employees within organisations. I will explain key elements of section 63 of the Employment Rights Act 1996 (the statute that the Apprenticeships, skills, children and Learning Act 2009 is based upon) along with the Industrial Training Act of 1963, analyse how apprenticeships schemes are delivered and if they are successful and give examples of training and development strategies. The paper will then highlight the benefits and drawbacks of training and development within organisations.

2.0 Current legislation on the provision of training and development 
2.1 Employments Rights act 1996 section 63D
The UK Government states that workers can ask to take statutory time off for training and study. There are however a few rules that need to be considered before doing so. The first consideration is that they are actually classed as an employee (aged 18 or above) and have been employed by the company for 26 weeks. The training must facilitate for betterment of current tasks of the job in which they are employed to perform. The employee must not be in compulsory education (or any person of which the Education Act section 8 applies to). They must also not be employed as a 3rd party agent or ‘agency worker’.
Legally, the employer doesn’t have to pay the employee during the period of time that training is conducted. However, if the business will benefit from the training their employee undertakes, they may consider paying the employee during this time. Employees are only limited to one training request per year. After considering the points outlaid in section 63D, a 63D application must be constructed and issued to the employer, the request should cover detailed information on the study or training that will be undertaken and how this study or training will improve the performance of the employee’s role within the business.
2.2 Apprenticeships, skills, children and Learning Act 2009
The Apprenticeships, Skills, Children and Learning Act of 2009 follows the employment rights act with regards to employee application of training. The Act does however focus more on the provision of apprenticeships (with regards to specific requirements needed to undertake the apprenticeship) along with education and training services for children. The Act also saw the introduction and implementation of the Young People’s Learning Agency, which was later abolished in 2012 and responsibilities were transferred to the Educational Funding Agency. This was then further replaced by the Education and Skills Funding Agency. The act also states information on qualifications and curriculum in schools and further education establishments.
Section A2 of the Apprenticeships, Skills, Children and Learning Act 2009 explains apprenticeship assessment requirements. Assessments must be constructed and approved by an accredited institution before being issued. On-going assessment is used in apprenticeships to ensure that the correct standard of work is obtained, and the right information is being delivered.




2.3 Industrial Training Act 1982 
The Industrial Training Act consolidates law relating to industrial training boards. The act focuses on the introduction of Governmental levy to industrial training boards to implement funding for training and development within their given industries. Section five of the industrial training act states that the act was formed “For the purpose of encouraging adequate training of persons employed or intending to be employed in the industry, an industrial training board—
(a)may provide or secure the provision of such courses and other facilities (which may include residential accommodation) for the training of those persons as the board considers adequate, having regard to any courses or facilities otherwise available to those persons;
(b)may approve such courses and facilities provided by other persons;
(c)may from time to time consider such employments in the industry as appear to require consideration and publish recommendations with regard to the nature and length of the training for any such employment and the post-school education to be associated with the training, the persons by and to whom the training ought to be given, the standards to be attained as a result of the training and the methods of ascertaining whether those standards have been attained;
(d)may apply or make arrangements for the application of selection tests and of tests or other methods for ascertaining the attainment of any standards recommended by the board and may award certificates of the attainment of those standards;
(e)may assist persons in finding facilities for being trained for employment in the industry;
(f)may carry on or assist other persons in carrying on research into any matter relating to training for employment in the industry;
(g)may provide advice about training connected with the industry.” (GOV , 1982)

2.4 Finance Act 2016 
Part 6 of the Finance Act of 2016 outlines information on the introduced tax levy. Companies with a wage bill of over £3,000,000 have to contribute (0.5%) of their total wage bill towards to the apprenticeship levy. The levy would only affect 2% of businesses within the UK. The levy was formed under the pretence to create 3 million apprentices before 2020 in both the private and public sectors. 




3.0 Apprenticeships 
3.1 What are apprenticeships in the England?
Apprenticeships combine education and on-the-job practical training. Most apprentices are under the age of 25 and work in the services industries. There are 4 levels of apprenticeship training these being;
· Intermediate- Level 2 Qualification: Equivalent to a GCSE level 
· Advanced- Level 3 Qualification: Equivalent to A level 
· Higher-Level 4,5,6,7 Qualification: Equivalent to a degree and above 	
· Degree- Level 6,7 Qualification: Equivalent to a bachelor’s or master’s degree
3.2 Are apprenticeship schemes effective in the current economic climate and does it meet its aims?
According to a report published by the House of Commons in April 2020 “In 2018/19, there were 742,400 people participating in an apprenticeship in England, with 393,400 apprenticeship starts and 185,100 apprenticeship achievements. Over 4.2 million apprenticeships were started between 2010/11 and 2018/19, with 2.2 million apprenticeship achievements.” (House of Commons, 2020) 

Despite an increase in Government funding, participation and achievements fell dramatically compared to previous years. Section five of the Apprenticeship Statistics Report (previously cited) states: “There were 185,100 achievements in 2018/19, down 91,100 (33%) on the previous year” the report also states “742,400 people were participating in an apprenticeship in 2018/19, the lowest annual level of participation since 2010/11. 72,400 fewer people were participating in 2018/19 than in 2017/18.” (House of Commons, 2020)
Figure 1.1 shows a graphical representation of the increase in apprenticeship achievements from 2003 to 2017 before a sharp drop in 2018.
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Figure 1.1

Figure 1.2 shows a graphical representation of the increase in apprenticeship participation between 2006 and 2017 before a downfall in 2017 and 2018 
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Figure 1.2 

In 2015 the Government announced that it would create 3 million new apprenticeship schemes in England before 2020. Section 2 of the Welfare Reform and Work Act tasked the Government to annually report on the progress being made to reach this target. However, the funding system for apprenticeship training was revised in May of 2017, leaving a vast number of prospective employers uncertain as to how the newly introduced Apprenticeship Levy Scheme would work for their companies. The Levy was introduced to companies that have an annual wage bill of over £3 million per annum. Companies over this £3 million wage bill would have to pay 0.5% of their total wage bill into the central apprenticeship fund, which would in-turn facilitate other large public and private sector companies to fund their apprenticeship schemes. Companies with a wage bill lower than £3 million would have to pay 10% of the apprenticeship training costs, with the other 90% coming from Government central apprenticeship levy. The Government does however facilitate all training costs (16-18-year olds) for micro and small companies (employing fewer than 50 people). The Brexit result in June of 2016 posed a huge economic threat to companies of all sizes. Due to economic uncertainty many organisations didn’t want to employ new staff members, let alone pay for the training for new apprentices. Figure 1.3 (House of Commons, 2020) below shows a graphical representation of the significant downfall in apprenticeship starts during the Brexit period, with 17/18 falling behind 16/17 dramatically. However, Apprenticeships in 18/19 saw a slight increase in starters which may be down to a more stabilised and informed economic landscape.
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3.3 Are apprenticeship schemes successful at all levels?
Attitudes to apprenticeships have changed drastically over previous years.  The data presented in Figure 1.4 below (House of Commons, 2020) shows that some apprenticeships starts are increasing, and some are falling depending on the level of course. 
[image: ]Figure 1.4 


Figure 1.5 is a graphical representation of the data in figure 1.4. 

This data shows that level 2 and level 3 apprenticeship schemes start are considerably higher than level 4,5,6 and 7. Level 2 presents a negative correlation since 2015 before being surpassed by level 3 in 2017/2018. Higher apprenticeships have seen a stable rise since being introduced in 2010 with a sharp rise in 2017/2018. 

As a training method higher apprenticeship schemes are becoming more popular. They can provide substantial training using both ‘on-the job’ learning and classroom-based teaching methods. Higher apprenticeships offer three main benefits over the traditional University Degree route. These are;
· That there are no student fees as the employer pays for all the costs of training.
· The apprentice gets full time employment from the onset and will get paid for the work and training that is completed. 
· The apprentice gains a specific in-depth knowledge on the apprenticeship subject.

3.4 Does the legislation on apprenticeships meet its aims?
In 2018, the Department for Education published a research report entitled “Learners and Apprentices Survey, carried out by Kantar Public. This report highlighted the positive impact of the apprenticeship scheme, along with some drawbacks.
The research concluded that: 
· “Three quarters (75%) of apprentices who had never worked before completing their apprenticeship had moved into and remained in paid work at the time of interview (many still working for their apprenticeship employer).
· Apprentices were generally positive about the effect learning had on their earning potential and their chances of moving on to higher levels of training. 
· 71% of apprentices who were still learning agreed their chances of earning a higher wage in future had increased 
· Apprentices who completed higher level courses (specifically Level 3 or higher) were more positive about the impact on earning potential.
· Eight in ten apprentices (80%) who completed or were still working towards an apprenticeship agreed their chances of going on to higher levels of training had increased.” (Department of Education , 2018)
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Figure 1.6 – A graphical representation of apprenticeship outcomes compared with prior economic activity. (Department of Education , 2018)
Figure 1.6 clearly shows that the apprenticeship scheme provides more opportunities for full time employment after completion, with a 7% decline in unemployment following the training. Two thirds of the 844 apprentices (65%) interviewed in the research (who had never previously had a job before completing their apprenticeship) remained in full-time employment at the time of the survey. 

4.0 Examples of Workplace Training and Development
There are various examples of workplace training and development that companies can consider implementing to improve the overall skills and complacency of their staff members. Training can be conducted and provided in house or can be externally outsourced. Examples of training and development include;

· Classroom method- Traditional lecture style learning where a teacher would physically stand in front of students and forward information. Benefits of classroom-based learning include two-way conversations (can ask questions) and a vast amount of information can be taught in a relatively short amount of time.

· E-learning- E learning is an online based training strategy that loosely follows the same style of training seen in traditional classroom learning methods. The main benefit of E-Learning is that it is all online, therefore training is accessible from anywhere worldwide. Furthermore, set training times can be established, which can allow for normal working tasks to still be completed with minimal lost time.

· Case study- Case studies can form quality discussions to reflect upon and consider in order to support own professional development and implementation in the workplace. A case study review can then determine the possible logical pathway to improve or maintain examples of good working practices.

· Behavior modeling and tweeting- Behavioral modeling is a style of training and development that focuses on copying others to learn to complete supervisory tasks. Examples of behavioral modeling could be how a staff member handles complaints, the construction of performance reviews, delegation of workloads etc.

· Role playing- Role play encourages staff members to act out scenarios that they may encounter during their job, as well as reenact scenarios to consider how to improve outcomes. This may be a preferred style of training for those who are more kinesthetic in their learning style. Role play can enable employees to make decisions outside of their normal limitations and boundaries. Role playing also offers the opportunity for observers to give constructive feedback.

· Training games- Training games encourage stimulating learning through simple and cost-effective practices. Training games, such as team building activities, are used in all levels of learning, from primary education through to major corporations, as they are proven to help aid group dynamic processes.

· In-basket training- In basket training encourages systematic ordering in the form of desktop tasks. For example, the trainee is given a vast array of information which would normally be issued to a supervisor and the trainee would then systematically prioritize the information in terms of urgency. Advantages of in-basket training include the following;
-it is easy to construct because its raw materials are current problems and paperwork that is already in place.
-its flexible in its implementation 
-in basket training can be focused on one or more aspects.

· On-the-job training- On the job training allows the trainee to implement their knowledge and skills and put this into practice. This type of training features a transfer of knowledge from a more skilled, highly qualified and experienced worker to a trainee through practical joint collaboration. Other benefits include improvement in productivity, employees become multi skilled, they can learn the trade quicker and make a systematic approach to the development of the employee based on the company’s visions and values. Disadvantages of on-the-job training could include the time it takes for employees to develop the skills needed and may cause disruption to other employees who are having to show new member of staff what to do, which also costs money. 

· Apprenticeship training- Previously mentioned, apprenticeships combine classroom learning and practical application of skills.

· Team training- Team training incorporates the use of a multi-person approach to a meet an objective or to resolve an issue. Cross training is a key factor that has to be considered in team training. Cross training ensures that team members know about other colleague’s roles and responsibilities in the event of a contingency issue. An example of cross training could be if an employee quits their job then another staff member would have adequate training and experiences to cover any tasks that may need to be completed. Further benefits on team training include fostering creativity and learning, blending complimentary strengths, building trust within teams, teaching conflict resolution skills, it promotes a wider sense of ownership and encourages health risk taking. 

5.0  Does employee training and development work? (Benefits of training and development)
Training and development are primary tools that are used in industry to improve employee’s knowledge and understanding of their job role. This in-turn provides a higher quality and faster output of work. Staff retention rates increase after training and development is successfully implemented due to the employee feeling more valuable to the company. A more competent and skilled worker tackles issues more effectively. A prime example of this can be seen when a staff member can handle a potential increase in workload or the manner in how they handle customer complaints. Training and professional development can be used as an additional benefit to the post advertised. It may be that a potential employee would be more likely to apply for a post if there was the opportunity to engage in this professional development. The opportunity of training would not only support the employee to be more effective in their proposed role, but also enable the further development skills to support their progress within the company.








6.0 What are the limitations of employee training and development? 
Training staff to an adequate level may take a long period of time, based on their starting points. Many companies only dedicate a small amount of time to new employee training, therefore not providing the employee with the skills and knowledge that are needed to be more successful and effective in their role. Training is normally delivered during the working week and because of this employers can sometimes be less willing to release staff due to their work commitments and the impact it may have on their business.

A further drawback is the financial burden that external training and development places on the company. An example of this could be if the staff member has to travel to a separate training facility and is requesting travel expenses as well as the cost of the training itself. Overnight accommodation and refreshments may also be requested. Although in-house training could be considered less expensive financially, it still costs the company money as another member of staff would have to take time out of normal duties to train other staff rather than completing productive work. This could further impact the company financially. 

Another drawback of training is that an employee could move to another role or company and transfer skills that had been paid for by the original company.






















7.0 Conclusion
To conclude, this paper explains how training and development is a vital tool that is used to ensure staff members can execute their job role both efficiently and effectively. Legislation surrounding the use of training and development is often filtered into acts as secondary legislation. An example of this can be seen in section 63D of the employments right act. However, Primary Legislation, such as the industrial training act, provides information on funding through the provision of industrial training boards. The Apprenticeships, Skills, Children and Learning Act of 2009 features information on the application of training during apprenticeship schemes. The act also states information regarding the use of assessment throughout the course to ensure quality is maintained.
Section 3.0 outlines data on apprenticeship schemes in England. The data presented in section 3.2 shows how apprenticeship participation was consistently rising until 2016/17 where the scheme then saw dramatic downfall in new starters. Section 3.3 provides a breakdown of different levels and how they compare against each other. The data shows that although level 2 and 3 apprenticeships levels are falling, higher and degree level apprenticeships are increasing. Section 3.4 explains how the legislation on apprenticeships meets its aims.
Section 4.0 provides information on different types of workplace training and development that companies use to improve their staff members skills and knowledge.
Section 5.0 asks the question if training and development is actually beneficial to a company. The section explains the benefits of training and development including how training and development increases employee morale and reduces staff turnover rates.
Section 6.0 focuses on the drawbacks of training and development within an organisation. The section looks at the monetary costs of training along with how time spent training can reduce overall productivity for the company. 
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Information has also been taken from presentations via Moodle (UWTSD).
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