6.1
L&D activities and benefits:
Learning and a development is a benefit due to assisting with your professional growth and personal development, it can improve your network, relationships, people’s perception, and your career.
· Career progression, widening opportunities for growth and may be considered for new roles due to having transferable skills.
· Ready and prepared for changes when new Legislation needs implementing.
· A better understanding for the “whys and when” may lead to better job satisfaction.
· Improved confidence and engagement 
· Ensuring the role/ company are compliant with regulations.
· Increase in knowledge or skill may be reflected in salary, this may result in more disposable cash and encourage the economy to grow.
· Increase in salary may also improve lifestyles due to poverty and poor health being linked, there have been many studies conducted to support this statement. Joseph Rowntree Foundation have been conducting these studies since the 1940’s.
“Among working-age adults, people living in poverty are more likely to suffer from poor health more broadly. There is evidence that suggests low incomes are associated with potential symptoms of anxiety, such as lack of sleep, lacking energy and feelings of depression.” (UK Poverty 23)
This supports that a skilled workforce is more productive, and the organisation should be more successful resulting in a vital roll in the community with a good reputation.
6.2
Looking at different learning means we have need to look at people and their needs. Many students find the school system difficult but excel as an adult learner, this may result in a reluctance to participate. Many companies request training agreements which staff do not wish to be tied to, you should fully understand where the funding is being accessed from. Referring to the bullet points below may help us over come any barriers to people fail to learn or have difficulty in retaining/understanding the information presented.
· Material to match the learns ability is essential, we need to consider abilities or difficulties when delivery the learning. Consider sensory, auditory needs while others require hands on learning. They need to do the actions or use role play to act out scenarios. 
· Motivation needs to be considered, a certification for some is not enough, linking to a pay rise or a promotion is usually a good motivator while career goal may be the driving force for others.
· Knowing learners are in a safe environment where they feel confident to ask questions and express themselves improves confidence and encourages participation.
· We must consider that many people will find it overwhelming to return to studies or the mere use of the terminology “training” may bring fear to some.  ensuring the environment is suitable for all needs is essential and should be considered.
· Inclusivity and Diversity should be a focus, supporting all staff to be able access L&D in a comfortable and relatable manor. We need to consider a variety of representatives in a positive format. Images, language, and references should be relatable to the receiver. Ensure the terminology is correct for the target audience and they have the equipment require to partake. These can refer to laptop, internet or time to undertake the learning.


6.3 
There are many methods of face-to-face and blended learning and development, but I will focus on 4 subheadings below:

Facilitation: here we find the learner has a guide, who may provide scenarios and will encourage the learner to solve the problem often relevant to their employment, they draw on the learner’s experiences and knowledge. It encourages the learner to problem solve while working both independently and collaboratively.

Training: Here we see the learning not only being guided by an individual but also being supported using webinars, games, peers, and online resources. This is very useful for adaptions to meet different learning requirements; When using technology, it means distance is no object and information can be presented in a user-friendly format. It can be presented many times over and to large/small groups. Working along side the tech means to trainer also has reference points to focus on enabling them to keep the group focused.

Coaching: Relationships are key here. Building the trust between the coach and the learner and knowing the learner means the coach can adapt their teaching style to each individual personalising the experience. Understanding the learners’ goals and expectations will benefit the coach. By setting the goals the learners/learner agrees to help share the responsibility and commitment to the learning. Once there is a relationship in place the exchange in feedback should be honest and reliable. 

Mentoring: Here we can relate to an existing member of staff who is showing/demonstrating or even explaining the role to the mentee. This is usually complete by an experienced staff member who may have previously done the role. Also, we may consider external mentors from affiliated groups or people in similar roles sharing experiences e.g. conferences.


6.4
 Individual requirements or preferences can be accommodated by firstly identifying them.
This can be done in a variety of formats, questionaries assessments or surveys. Fleming identified the acronym VARK (Fleming 1992) – this method is still widely used today, I referred briefly to this in 6.2. By answering a series of questions is assist the learner to identify the learning style that best suits them and there for request this approach.
Addressing motivation and encouraging participation should ensure the agreed goals are met and the learner remains on track, we must remember that the learners choose to be there so if they are failing then we need to step back and identify what is failing. Understanding that people are learning around their employment and many people have external factors that may have an impact to their commitment or progress, being flexible is essential.
Encouraging the use of journals, group chats or quizzes will encourage independent learning.
Gaining feedback, allows a two-way conversation that enables the learner to express any difficulties they may be experiencing or feedback on their progress. Identify how the learners needs have changed since they were in education can support in a positive approach to the tasks.


6.5
We can evaluate L&D by several methods. The traditional way is through exams, testing the learner on the knowledge they have been able to retain and repeat through a series of questions. The draw back with this is it is not a comprehensive picture and just evaluates their ability to regurgitate the answers rather than exploring their understanding or implementation of the content. Exams often lead to stress and anxiety thus having a negative impact and a reluctance to partake. A positive side could be if all learners failed a question, then it helps to identify a weakness with the content or delivery. 

  Evaluations provide an opportunity to feed back how the delivery meet the learners needs.
We need to ensure that the questions are adapted to the training needs, this can be using open questions, the benefit of this is it allows the learner to express their views sometimes anonymously and using their own words. They can expand or be brief depending on their opinion.  Multiple choice questions mean you can keep the focus on the feed back needed, this enables the process to be fair, inclusive, and objective.
You can control the narrative and keep the answers focused, it Is often a quick process, but we may find that due to its possible anonymity the answers may not be truthful and just treated as a pointless exercise. Explaining the purpose of the exercise should ensure an accurate evaluation.



New reference added.
Joseph Rowntree Foundation / UK Poverty 2023
The essential guide to understanding poverty in the UK.

