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CIPD		Chartered Institute of Personnel and Development
CT		Chwarae Teg
D&I		Diversity and Inclusion
L&D		Learning and Development
PESTLE		Political, Economic, Sociological, Technological, Legal and Environmental
SWOT		Strengths, Weaknesses, Opportunities, Threats


[bookmark: _Toc72095411][bookmark: _Toc72268321]Executive summary
2020 has been a year of protests across the globe, resulting in a rise of sensitivity and awareness of the issues faced by marginalised groups. There has been a notable rise in social activism both online and offline with individuals coming together to bring about lasting social change. 
This activism is not just reserved for governments and ruling parties but is also being directed at employers. Across the globe, employers are being called out for unethical practices by their employees and consumers.
Chwarae Teg prides itself in being the leading gender equality charity in Wales however having been on the receiving end of criticism from online trolls and scrutinised by partner agencies about their intersectional approach to achieving gender equality; the organisation has committed itself to take immediate action. 
Having recognised that an immediate risk to the organisation is the lack of knowledge when it comes to the practical application of diversity and inclusion initiatives, this report provides recommendations to address the skills gap, starting with its newest employees and board members. It provides a critical evaluation of contemporary adult learning approaches and their appropriateness in meeting the development need. 
It recognises the pitfalls of relying solely on pre-recorded content as the sole supplier of D&I information and how ‘content dumping’ will not result in lasting change. The report concludes with a comprehensive action plan that will result in a range of learning solutions that will ensure…
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A third sector organisation based in Wales, Chwarae Teg (CT) employs 78 people in a wide range of roles including accountants, trainers, managers, consultants and advisors. With the primary areas of service delivery being leadership training, consultancy and research into gender equality in Wales.
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To achieve this, the organisation has shifted its strategic focus onto growth, workplace culture and pioneering work. The strategy contains commitments to an intersectional approach to all work, ensuring the organisation is truly inclusive and making their working environment an example of what other workplaces could achieve (Chwarae Teg, 2021.a).
In 2020, CT came under scrutiny by third parties when their Womenspire Awards shortlist was revealed and lacked diversity. As a consequence, the intersectional approach of CT activities questioned.
In the same year, CT was trolled on social media after they communicated commitment to supporting transwomen. CT remained resolute in their ongoing commitment to recognise transwomen as a key stakeholder and beneficiary of its activities. However, CT recognised the need to improve employees understanding of how to convert that commitment to action.
CT has implemented an Equality and Diversity Action plan which commits to ensuring that board members and staff “have the training they need to meet our values and commitments to diversity and inclusion” (Chwarae Teg, 2021.b). At present, there is no formal arrangement or resource for board members or staff to receive such training.
The Senior Leadership Team (SLT) has asked that a pre-recorded presentation on Equality, Diversity and Inclusion is created which will be shared during the induction of new employees and Board Members.
[bookmark: _Toc72095413][bookmark: _Toc72268324]Report aim
This report has been produced for the SLT and will focus on how CT can best facilitate this development need, to ensure the Equality and Diversity Strategy commitments are met.
It will critically evaluate contemporary methods that can create a learning experience to address the equality, diversity and inclusion skills gap. It will confirm whether or not a pre-recorded presentation is the correct approach and whether any other learning interventions are required.
Not implementing the correct learning interventions presents further reputational risk and CT being unable to pitch themselves as the leaders of intersectional approaches to gender equality in Wales. Therefore, affecting commercial interest and investment in their services.
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External influences have been examined using the PESTLE model. Developed by Francis Aguilar, it has evolved so that it analyses the Political, Economic, Sociological, Technological, Legal and Environmental impacts on organisations (Turner, 2002). Figure 1 provides examples of the factors taken into account during analysis. 
[bookmark: _Toc64650297]A PESTLE analysis has been completed and is held within the appendix of this report. A PESTLE can also assist in the development of a SWOT Analysis (Johnson, et al., 2013). A SWOT has also been completed and is contained within the appendix.
	Political
	Government rules and regulations
Tax policies
Trades and tariffs

	Economic
	Current and projected growth
Unemployment and labour supply and demand
Income distribution. Consumer spending habits

	Sociological
	Cultural aspects, health, population growth, age distribution
Education, occupations and earning potential
Work and life balance

	Technological
	Emergent technologies
Access, licensing, innovation
Artificial Intelligence

	Legal
	UK and European legislation and regulations
Employment laws and regulations
Health and Safety regulations

	Environmental
	Environmental issues and regulations
Environmental sustainability 
Supply chains


[bookmark: _Toc69827221][bookmark: _Toc72095450]Figure 1 Factors considered in a PESTLE analysis

Key external influences:
1. Political unrest
2020 has been a year of protests across the globe, with a significant number taking place in the UK (Financial Times, 2020)(Turchin & Korotayev, 2020). Many protests have led to a rise in sensitivity and awareness of the issues faced by marginalised groups (BBC News, 2020) (Independent, 2021), many of which are protected by the Equality Act 2010 which prohibits discrimination (Legislation.gov.uk, 2010). 
Off the back of this, there has been a rise in social activism (Forbes, 2019), a term used to describe individuals coming together in a bid to bring about lasting social change (Personnel Today, 2019). Before the pandemic, Wayfair employees organised a mass walkout on discovering their employer sold furniture to an organisation that runs a US-Mexico border detention centre. Google employees walked out following the alleged mishandling of sexual harassment complaints (TechCrunch, 2019). Foster Back of IBE describes this as “an example of employees holding their employer to account over a perceived gap over what they say and what they do” (Donde & Groenewald, 2017). This illustrates the importance of identifying the correct tools to roll out accurate D&I information and organisational policy quickly and effectively to minimise any perceived gap by employees. Other big brands have taken a proactive approach with Nike pushing for racial equality, 
Gillette addressing toxic masculinity and Greggs supporting veganism (Forbes, 2019).
2. Cost 
Even before the vote for Brexit and the reduction in grant income, the cost is often cited as a significant barrier to learning and development (Stewart & Cureton, 2014). Whilst investment in L&D activities may not sound appealing during a financial crisis, low-cost approaches could still present viable solutions. Nick Shackleton-Jones encourages a digital learning culture utilising existing workplace technologies (Shackleton-Jones, 2019), potentially reducing the cost of financial investment. On the other hand, as there is no limit to the legal remedy for a discrimination claim (Legislation.gov.uk, 2010) therefore any investment could be argued as worthwhile.
Although CT has limited financial resource within the SWOT analysis (Appendix B), shows significant resource within its workforce. Teams such as Policy and Research and the Business Team will have subject knowledge and the Training and Qualifications Team will have the capability to design resources.



3. Demographic 
The 21st-century workplace employs multiple generations simultaneously placing varying demands on L&D professionals (fig 2). This brings with it both benefits and challenges. For example, Generation Y are recognised as a tech-savvy generation (Graham, et al., 2020). 
	Generation 
	Born 
	Attributes 
	Career Goals 

	Traditionalists 
	Circa 1925 > 
	Loyal, obedient, dedicated
	Remain in role indefinitely  

	Baby Boomers 
	Circa 1946 > 
	Optimism, work ethic, team orientation 
	A career built on upward mobility 

	Generation X 
	Circa 1965 > 
	Positive attitude, goal orientated, world citizens  
	Transferable career 

	Generation Y 
(Millennials) 
	Circa 1980 > 
	Confidence, socially vocal and aware, tech-savvy 
	Multiple careers, multiple industries 

	Generation Z 
	Circa 1995 > 
	Diversity, social responsibility, global connectivity, technological sophistication 
	Prefers comms via social networks and instant messaging. Considers email as dated. 


[bookmark: _Toc69827222][bookmark: _Toc72095451]Figure 2 Multiple generations at work – adapted (Ibid) 

	[bookmark: _Toc72095416]“Millennials are tech-savvy. Gen Z’s are tech native.” 
(Goldmansachs, 2021)


Generally, younger workers, particularly millennials who are the largest segment of the workplace (Office for National Statistics, 2019), are better able to grasp emerging technology, and Gen Z’s are described as more resourceful and know how to search for relevant content on the internet (Top Employers Institute, 2021) (PEW Research Centre, 2019). Conversely, older workers are typically less adaptive and one survey of 2,000 
employees found that 62% of those in their 50s had not received any training in computer skills (HR Magazine, 2017). However, whilst findings like this are seemingly commonplace, one should be cautious regarding assumptions on the abilities of older generations. The PEW Research Centre found that Boomers and Gen X are “heavy adopters of tech”, but the type of tech varies with younger generations preferring mobile devices (PEW Research Centre, 2019). This emphasises the importance of identifying delivery tools that are intuitive and or familiar to the workforce. 
[bookmark: _Toc72095417][bookmark: _Toc72268327] Learning theory
The spectrum of learning theories can be categorized into three main areas: behaviourism, cognitivism, and constructivism (Shackleton-Jones, 2019) (Stewart & Cureton, 2014) (Ertmer & Newby, 2013) which is briefly summarised in fig.3. Stewart and Cureton go on to say that matching learning methods with learning requirements are an important step to effective L&D.
Behaviourism
Stimulus/Response
Social Development
Teacher centred


Cognitivism
Taught
Assessed
Teacher as expert


Constructivism
Social interaction
Student centered
Teacher as guide
Reinforced
Problem-solving
Experiential


[bookmark: _Toc72095452]Figure 3 A summary of the three main learning theories (adapted from Stewart & Cureton, 2014).
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Andragogy refers to adult learning theory. The theory was initially developed by Malcolm Knowles in 1966 and places a strong emphasis on theory and practice. In 1984 Knowles identified four key principles (Knowles, et al., 2011): 
1. Adults must be involved in the planning and evaluation of their learning
2. Experience (good and bad) are essential components
3. [image: Icon

Description automatically generated]Adults are most interested in immediately relevant learning
4. Learning is problem-centred rather than content orientated.  
Self-Directed Learning is a concept inspired by the work of Allen Tough, which supports Knowles’ theory that the learner should be involved in the planning and design of their learning. However, it goes further to state that learners should have full control and ownership of their learning (Kim, et al., 2014).  Whilst a benefit of this approach is that the learner can work at their pace and is a move away from the traditional classroom setting, it assumes that all learners are motivated in their area of study (Candy, 1991). Therefore, securing an incentive and reason to learn is important.
Experiential learning involves first-hand experiences. First explored by John Dewey and Jean Piaget, it supports many elements of Andragogy particularly that the experience must be meaningful and include time for reflection on the experience itself (Kolb, 2015). Kolb goes on to describe how experience leads to reflection to conclusion and then active experimentation.
However, Honey and Mumford identified four learning styles that whilst they reflect Kolb's learning cycle, they state that people usually stick to just one learning style or possibly vary between two depending on the given scenario (Honey & Mumford, 1992). Therefore, whilst the components to learning remain similar, there appears to be disagreement as to how learners benefit from each component. Their learning styles questionnaire is a common tool used at the start of learning programmes to assess preferred style however a blended approach to all four is supported by a number of the aforementioned theories and studies.
Transformational Learning has been described as the ‘stickiest’ type of learning and this approach too is based on the principle that personal experience can create meaning, which can lead to a change in behaviour, mindset and even challenges one’s beliefs (Mezirow, 1991). This could be particularly useful when challenging one's own stereotypical and prejudicial beliefs. Like Experiential Learning, this theory also relies upon critical reflection. However, it does rely on assumed prior knowledge which does not help inexperienced people. Therefore, creating learning resources that rely on prior knowledge may exclude some employees at CT who may have never worked in an equality setting previously. 
That said, perspective-taking is an approach that can address lack of experience. It involves learners reflecting on what it might be like for other people facing prejudice or disadvantage (London Business School, 2017). It supports Piaget’s theory of cognitive development in that it suggests that perspective-taking provides a concrete experience (McLeod, 2020). Studies have shown that it has been effective in tackling bias and exclusion faced by out-groups and favouritism for in-groups (Galinsky & Moskowitz, 2000) and increased altruism along with decreased stereotyping (Tenkasi & Boland Jr, 1993) (Bargh, 2006). This would be of benefit to those who have not experienced and have no prior knowledge of discrimination. That said, some people with conditions such as Autism and Attention deficit hyperactivity disorder may have difficulty with conceptual perspective-taking (Reed & Peterson, 1990).Perspective-taking requires cognitive flexibility in helping us change the focus of our attention from ourselves to someone else.

However, there have been some reports that question perspective-taking. In 2018 Harvard Business Review carried out some research which concluded that “that perspective-taking did not have the effect it’s often expected to” (Harvard Business Review, 2018). It found that perspective-taking is more helpful when you are considering someone whose perspective you know well, not strangers. Furthermore, in 2013, Niro Sivanthan, Associate Professor of Organisational Behaviour at LBS, explored perspective-taking in the contexts of cooperation versus competition concluded that in a competitive situation perspective-takers expected their counterparts to behave unethically and trusted them less. This appeared to result in a “self-protection at any cost mindset” (London Business School, 2017).
Shackleton-Jones describes how people are sometimes ‘pulled’ towards learning because they care or have concerns and at other times they are ‘pushed’ towards learning once they are provided affective significance (Shackleton-Jones, 2019). The key difference here concerning learning design is that for those who are pulled towards learning, resources can simply be provided, and the learner will require little encouragement to engage. 
Creating the conditions where someone cares about diversity and inclusion can be created by storytelling or providing case studies. A significant advantage of case studies is that the learners are actively engaged in figuring out the principles by abstracting from the examples (BU Center for Teaching and Learning, n.d.) (Social Theory Applied, 2014). 
In the context of providing learning resources to improve knowledge and understanding in diversity and inclusion, Knowles’ four stages of development may take some time therefore a long-term support mechanism may be required, such as role models or mentors. 
Psychology professor, Albert Bandura, believed that role models can impact behaviour. It is important to know that the theory recognised that people are more likely to replicate poor behaviour than good behaviour (Bandura, 1962). In the workplace, this can translate as ‘breeding bad habits. Therefore, the emphasis on good role models is essential. Whilst this theory can explain complex behaviours such as gender roles, it doesn’t quite account for our cognitive ability to regulate our emotions and behaviours. For example, observing hostility towards a Muslim man does not mean we would reproduce that behaviour to other Muslim men.
[bookmark: _Toc72095418][bookmark: _Toc72268328]Learning Design
Design Thinking is a concept used for identifying solutions to problems in a systematic way. In an environment that has become increasingly complex, design thinking provides a method (fig.4) with a more human-centric manner (Brown, 2009). 
[image: 5 Stages in the Design Thinking Process]
[bookmark: _Toc72095453]Figure 4 Five Stages in the Design Thinking Process (Interaction Design Foundation, n.d.)

Researching and defining the learner's needs are key components of designing something learners will engage with and benefit from. Griffiths and Inman (2017) created a Learning Awareness Framework (LAF) to assist learning designers to develop learning experiences that acknowledge context cues.
The ideation phase concentrates on idea generation. The creation of multiple resources in various formats, engaging multiple senses will avoid content dump (Shackleton-Jones, 2019) and will appeal to different individual preferences (Stewart & Cureton, 2014) (Candy, 1991).
During the prototype phase, a range of low-cost resources will be produced and are sometimes referred to as an MVP (minimum viable product). Figure 5 illustrates the key components (Interaction Design Foundation, 2020).
	People 
	including those whom you are testing and the observers

	Objects 
	static and interactive, including the prototype and other objects the people and/or prototype interact/s with

	Location 
	places and environments

	Interactions 
	digital or physical, between people, objects and the location


[bookmark: _Toc72095454]Figure 5 Four key components of prototyping and testing (Interaction Design Foundation, 2020)

During the final phase, an evaluation must be carried out to effectively assess the effectiveness of the resources (ibid). 
The Kirkpatrick Model is commonly used for evaluating the results of training and educational programmes. It takes into account all styles of training, both informal and formal over four stages (Kirkpatrick Partners, n.d.)
[image: See the source image]
[bookmark: _Toc72095455]Figure 6 The Kirkpatrick Model (image taken from Gakushu Training and Consulting.com)
Whilst a useful tool to assess the immediate and long-term impact of learning, quite often a full evaluation is rarely completed. Evaluation is commonly focused on the immediate reaction to learning because of the difficulties and time associated with the other three levels (CIPD, 2020.a). The model has faced some criticism in the 1980s by Alliger and Janak who found that each level is not always positively linked to the next which meaning the relationships between the levels are weak (Allinger & Janak, 1989).
The Brinkerhoff Success Case Method (SCM) is an alternative model which, unlike Kirkpatrick, it considers other impacts to improved performance, other than learning (Brinkerhoff, 2003). SCM also explores what didn’t work and both the success and non-success stories are shared. 
	“Success Case Method asks four questions:
1. How well is an organisation using learning to improve performance?
2. What organisational processes/resources are in place to support performance improvement?
3. What needs to be improved?
4. What organisational barriers stand in the way of performance improvement?” 
(CIPD, 2020.b)


There are many ‘return on investment models’ such as Kearns (2005), and Philips and Philips (2008). These models provide an opportunity to anticipate and to an extent, justify, the expense of a development programme and offers a relatively simple way of tracking the benefit of training. This information is often available as part of the costing process where direct financial costs are reviewed and baseline knowledge of the workforce identified (CIPD, 2020.a). However, like many ROI models, the focus on cost-benefit can distract from actual impact (CIPD, 2020.b). 
Easterby-Smith (1994) however did identify the main purpose of evaluation as being:
1. Proving (impact)
2. Controlling (time, access, consistency, compliance)
3. Improving (trainers, materials, content)
4. Reinforcing (using evaluation to contribute to learning)
This links well with elements of the Kirkpatrick and SCM models. It also reiterates the importance on reflection in adult learning as described earlier by theorists; Piaget, Kolb and Mezirow.

[bookmark: _Toc72095419][bookmark: _Toc72268329]Conclusion
Development programmes need to be relevant not only in the context of the organisation but also in a global context. Access to technology and news mean that employees will be aware of current affairs and will require help in sourcing information to questions they may have. 
It is in the organisations best interest to ensure that whilst employees will pick up information informally through social media, the news and so forth; CT must make their position clear on key topics such as Black Lives Matter and Trans Inclusion so that there is no opportunity for misunderstanding or for the organisations reputation to be harmed by misinformed employees.
The emphasis on good role models is key. In the context of diversity and inclusion, this could impact whether someone would step in to take corrective action if they witnessed hostility or exclusion, based on what they’ve seen others do. Whilst working remotely, demonstrating role modelling behaviour might present a challenge however it should not be entirely overlooked.
Choosing the wrong method of delivery could result in the aim not being achieved. The resources mustn’t be created without first researching what new starters and board members need. This should include establishing the learning outcomes and in what format the information would be best received.
During the design and development phase, consideration should be given to the format of the learning resources to ensure a ‘content dump’ is avoided. It should be recognised that certain pieces of information may take longer to embed and that multiple opportunities to receive the same key messages help embed learning. Therefore, a suite of resources will be required to achieve the aim of the induction programme. People need to be involved and ‘own’ their learning and this approach will enable people to self-select the material they wish to engage with.
The demographic is an important consideration. As the research has highlighted, there is a need to be mindful of demographics and ensure that the range of resources is accessible to all and that if there are accessibility issues, they are addressed immediately. For example, using a learning platform that requires highly technical capability could be a barrier for some people. 
Utilising the technological resources available to all employees would be advantageous. It would ensure physical accessibility and potentially provide the variety that people need. With the range of complementary and free applications available, the financial burden of creating the resources could be minimal. Costs are likely to only equate to the hourly rate of those involved in the development of the resources. It would be fair to assume that by the nature of the organisation and the topic being covered, the hours would be deemed as part of the normal duties.
Evaluations are critical to establishing whether the aim of the development activity was a success and are often missed. An evaluation of the resources should be carried out and feedback acted upon to ensure worthwhile investment of time and that the aim has been achieved. ROI models tend to focus on cost-benefit which can distract from actual impact. In light of CT being in the position to utilise existing (staff) resources to develop resources with no additional cost, ROI alone is unlikely to help identify whether the skills gap has been addressed. The creation of case studies is a familiar exercise at CT and could be easily utilised as an additional approach to evaluation.
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This could be achieved by completing the following actions:
1. Establish a focus group to glean ideas for content, methods of delivery and identify the actual learning needs of new starters.
2. Develop a range of resources that:
a. provide the information required at the point of need (i.e., handouts)
b. help improve basic understanding and provide an introduction (i.e., pre-recorded content)
c. enables understanding, insight and generates an incentive to learn (i.e., case studies)
d. practice and embed learning through interaction with others (i.e., workshop)
3. Gather feedback from the focus group to evaluate whether the resources created will meet their learning outcomes
4. Introduce the suite of resources as part of the organisational induction programme
5. Evaluate the impact of the resources with new starters 6 to 12 months after having completed induction
6. Maintain a schedule to ensure the information contained within the resources remain current.
Please refer to Appendix C for further detail.
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	Factors arising 

	Political
	· Devolved Labour government for local decision making on areas such as Business and Economy
· Welsh Government election imminent – purdah – instability 
· UK Conservative government for UK legislative changes
· EU legislates on Human Rights which impact D&I initiatives
· Political unrest and protest

	Economic
	· Economic recession affecting income generation to invest in staff L&D
· Staff costs increasing (i.e., market median rate of pay, resourcing home working, etc)
· Significant decrease in grant income as a result of leaving the EU
· UK Prosperity Fund yet to be finalised

	Social
	· Aging population - older people generally resistant/hesitant with new tech
· Increasing demand for flexible approaches to learning and work from millennials
· People working from home face frequent disruptions to work/education
· Public opinion regarding protests such as BLM can be challenging


	Technological
	· Compliance required to maintain external (Cyber Essentials) accreditation means limitations on what software can be utilised
· Frequent rollouts of updates to existing software (i.e., MS Teams) adds to staff development plans

	Legal
	· Maintaining compliance with GDPR for home workers
· HSE requirements for Display Screen Equipment and home workers
· Accessibility requirements for people with disabilities or work-limiting health conditions

	Environmental
	· No travel improves carbon footprint
· Almost all staff have access to printing facilities – paper, ink usage increases carbon footprint
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	Strengths
	Weaknesses

	· Workforce already has access to mobile (ICT) equipment, internal SharePoint, virtual classroom (Big Blue Button) and private YouTube Channel
· Office 365 already implemented 
· Dedicated in-house team of ICT support
· In-house team of L&D professionals
· In-house D&I expertise
· Diverse job roles and skill sets within workforce enabling suited to L&D design
· Reduction in travel expenses enables organisation to divert budget allocation to other areas
· Recent investment in training in some D&I areas for all staff
	· Employees using new technologies without proper training
· Homeworkers experiencing disruption to working and learning during lockdowns and school closures
· Increased pressure on two-person ICT Team to deliver all services
· Increased pressure on in-house L&D professionals to deliver in-house support (primary function is to deliver services externally)
· Experiencing access issues with virtual classroom currently in situ
· Not all staff trained in the use of virtual classroom
· L&D experts and D&I experts are not necessarily the same people

	Opportunities
	Threats

	· Utilisation of full Office 365 package
· Collaboration between L&D and D&I experts
· Improved capability for L&D and D&I experts
· Job security for the majority of the workforce for two years
· Homeworking broadens access to a wider range of L&D and encourages creativity
	· Limitations to financial investment in new tech
· Limited time available to develop in-house resources by externally facing staff
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	Action
	Expected Outcome
	Personnel
	Target Date
	Estimated Cost
(Hrs x hrly rate)

	D&I focus group
	Research the needs of learners (new starters and possibly board members if available)
	Gemma Littlejohns
New starters 

	14/04/2021
	£180

	Research up to date content to meet learning outcomes
	Identify the latest thinking and emergent trends in D&I initiatives and positive action
	Gemma Littlejohns
P&R Team

	31/05/2021
	£480

	Create a range of resources to meet learners needs
	Handout: Infographic with relevant stats relating to equality
Presentation: CTs position on feminism, trans-equality, BLM
Handout: Glossary of terms
Handout: Produce case studies as examples of CTs work on intersectionality and outcome of positive action
2 x short videos on Equality Act 2010 (pt1: History and PCs; pt2: Discrimination, Objective Justification, Positive Action)
Workshop: Diversity and Inclusion
Identify trained mentors from skills matrix
	P&R Team
P&R Team

Marketing

Gemma Littlejohns

Gemma Littlejohns
HR Lead
	25/06/21
	£1,800

	Develop and test prototype resources
	Feedback sought from new starters; do they meet their needs, is the format correct, do they think they will be effective? Any recommendations?
	Gemma Littlejohns
& New starters 

	14/07/21

	£180

	Finalise resources for D&I development programme and rollout for wider use
	If any feedback relates to other teams, GL to pass this on.
	Gemma Littlejohns
T&Q Team

	19/07/21
	£80

	Evaluation of D&I development programme
	Create assessment tools to test knowledge immediately after the recordings and workshops
Happy sheets to assess how learners felt about each resource
Further assessment of knowledge 4-6 months after training
Feedback from learner
Feedback from line managers to assess learner’s ability to implement learning in work

	Gemma Littlejohns
& T&Q Team

	& 30/08/21
& 28/10/21
	£460

	Implement a schedule to review resources
	Resources are checked for accuracy and currency regularly. 
	HR Lead
	28/10/21
	£160 (pa)
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