[image: Press Releases 2020 | University of Wales Trinity Saint David]

MODULE CODE: BMBM6012
LEADING AND DEVELOPING PEOPLE



CASE STUDY ON
THE LEARNING AND DEVELOPMENT FRAMEWORK OF
CROWN OFFICE AND PROCURATOR FISCAL SERVICE (COPFS)


 
PREPARED BY
AIMAN HANA YUNUS
(2226650)



	Link for Presentation

	Call with AIMAN and 1 other-20230502_231245-Meeting Recording.mp4



Crown Office and Procurator Fiscal Service (COPFS)
The Design of the Learning and Development Framework
In a general prospectus, the design of a learning and development (L&D) framework can be regarded as a crucial component pertaining to the essence of an organisation. In essence, it can be regarded as a roadmap of some sorts, particularly on how the L&D framework opts to utilises initiatives that are of utmost relevancy, mainly through the prospect of developing important key competences (Nobels & Baele, 2022). 
As for the Crown Office and Procurator Fiscal Service (COPFS) L&D framework of 2021-2023, the organisation plans to develop a partnership- based working environment, of which promotes a broad delivery of “solution- based development” in the span of three years. From a closer look, the L&D framework for COPFS comprises of two important aspects; development and delivery. To put in better terms, the development can best be regarded as an aspect of which focuses on the maintenance and consistency on the prospect of developing the knowledges, skills, and behaviours. On the other hand, delivery focuses on how COPFS, as a whole organization delivers its services in prosecution, as well as death investigation with a high magnitude of excellence. In simpler terms, the development aspects revolve on matters that can be further enhanced to ensure the efficacy of the goals, while the delivery aspect concentrates on the implementation of said matter. To put it through a better perspective, the development aspect consists learning pathways, leadership and management, legal training, accreditation, and development areas. Aside from that, as for the delivery aspect, COPFS focuses on the management of L&D, blended learning, and evaluation. In essence, the components for COPFS’s L&D framework are to resume continuation in the prospect of issuing support for operational L&D needs, and to develop and implement an approach for L&D that can be regarded as feasible and systematically- functional as a whole. From a generic viewpoint, the components within the framework prioritises in further enhancement on the organization through effective management that puts the entirety of its employees into consideration (COPFS, 2021; McPheat, 2017; Seufert & Meier, 2016). 
It can be said that their L&D framework is to be made in alignment of the strategic goals that has been identified by COPFS’s strategic goals. These goals are; to deliver case works that can be considered as of high quality, to provide support for the people of Scotland, as well as to enhance their services through thorough improvement. Through the framework provided by COPFS, it can be said that their approaches are of utmost importance, particularly in consideration of the trends of current times, as well as what is expected in the near future. In a broad sense, from a traditional standpoint, the purpose of L&D was to focus on upskilling the employees, but as of current, the prospect of acceleration can be said to be more in- demand (Brassey, Christensen, & van Dam, 2019). To put this into perspective, organisations are now focusing on the prospect of transitioning to a more digital approaches, of which can best be described as the current and future trends. As of such, to attain the goals and focuses, it is of utmost importance that COPFS adapts to such matters, mainly to ensure the effectiveness and efficiency of the framework. In simpler terms, COPFS can best be said to undergo a digital transformation, whilst also managing in the development of people’s capabilities and skills. 
Under the development aspect, COPFS aims to implement a blended learning approach, of which can best be described as a hybrid approach to learning, particularly through the prospect of combining both digital and traditional education (Quigley, 2023). The changes in the business environment, particularly on the transitioning to a more digital approach is best regarded as significant, as it promotes revolutionary innovation (Engelbrecht, 2003). Through this, COPFS aims to have a “Learning Management System”, by enhancing its e- learning options. While this can be said to be a process of transition for COPFS, it is important that the organisation focuses on implementation an approach that is befitting to the architecture of the system, generally on its efficiency and functionality. Through a generic overview, it can be said that the broad objectives of COPFS is to attain a perfect environment that serves as encouragement to the matter of growth and enhancement, particularly through the comprehensive approach in the current and future needs (COPFS, 2021; Seufert & Meier, 2016; Fee, 2013).
It is important to note that the design of the framework is shaped through several components which acts as the main drives to the framework. For instance, in the L&D framework, the employees within the COPFS are to be granted the opportunity to a plethora of learning offers, specifically of the highest quality. From this, it can be said that what drives COPFS is generically not just on the traditional need to improve productivity, but also to construct a values- based culture within the organisation, of which would contribute to creating a sense of community, thus further serve as a component of empowerment for the employees as a whole (Garavan et al., 2020). Henceforth, this would further assist COPFS in attaining its goal to provide the best possible prosecution service in Scotland. In simpler terms, the main drive is to enhance further betterment of the organisation’s services, through its employees (COPFS, 2021; Edwards et al., 2013; Seufert & Meier, 2016).
Another matter that should be taken into consideration is that COPFS’s L&D framework is also aligned to the vision and mission of COPFS as an organisation. In details, COPFS’s mission is to “deliver a vital service to ensure that Scotland is safe from crime, disorder, and danger”, and their vision is to “work in partnership across an effective justice system” (COPFS, 2023). From a general perspective, the L&D framework entails on matters on improving its corporate development, particularly in regards to areas such as the development in learning materials. To quote of the L&D framework directly, COPFS aims to “invest in their people to give them the skills and knowledge they will need to meet public expectations of their service”. Henceforth, it can best be said that the L&D framework provided by COPFS is thoroughly in the range with such (COPFS, 2021, Renninger et al., 2014).
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