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Executive Summary
This report will outline the current external factors that are impacting Wilko and therefore generating a learning intervention need. The main factors impacting the organisation are linked to political, economic, and social issues. These must be addressed by the organisation through the creation of a learning resource that will address the learning need of creating better support for employees with mental health absences. The report also discusses the way people learn, what methods can be used to generate a learning resource that meets the need, and the benefits to learning. It also outlines the recommendations to Wilko overall in how to create this learning resource and the plan of achieving the aims and objectives. Evaluation is also discussed and how it can be used to indicate the effectiveness of the created learning resource. 
Introduction 
The current situation that is having a significant impact upon a number of stores across the region is absence, especially absence related to mental health. The total absence that is allowed within one year is currently at 3.3% of the operational needs of the store. This is calculated by looking at the number of man hours a store needs to run efficiently, and the impact sickness will have on this. The calendar year for Wilko starts at February, focusing on one store, it is at present time sat at a 7.6% absence score, 230% over the total allowance for the year after only period one (Wilko Ltd, 2022). Supporting employee ‘s returning to work after being off with mental health is an important aspect that needs addressing as it is one of the top absence causes throughout the organisation and is often reoccurring. 
This report will be for all store management teams to use in supporting their teams with employees who struggle with mental health and helping them to stay in work to reduce absence. It is hoped that this report and the recommendations that contains will reduce the cost that is being spent on sickness pay, will increase productivity as there will be more team members in stores, and less time will be spent by management teams in trying to find cover for the shifts of the employees who are absent. In addition to this, management teams will develop a better understanding of the needs of their employees and how they can address and put steps into place that enable these employees to stay in work, and not use their absence. If measures are not taken to help address this need, then there could be greater increases in absence figures and the importance of mental health support within the workplace not realised. 
The overall aims and objectives of this report are to indicate the learning need for management teams to have an increased awareness of the support employees need from them to return to work after being absent due to mental health. It will look at the methods that can be used to create a learning resource and how it can meet the need that has been identified. 
Identification of the learning need 
To be able to identify where the learning need has emerged from, a PESTLE and SWOT analysis have both been undertaken to examine what significant factors are causing disruption to the organisation. Looking at the issues impacting Wilko from the PESTLE analysis first (Appendix A), found that political, economic, and social factors relating to the pandemic are causing the most disruption. 
It has found that because of some the restrictions that were introduced by the government during the lockdown periods and afterwards during pandemic have resulted in lasting issues for the organisation and others that operate within the retail environment. Restrictions implemented by the government caused several problems such as being unable to sell certain products, reduced customer capacity and reduced working opening hours. As a result of this, store profits are still recovering from the loss of sales, resulting in less cashflow to allow for changes and ideas to be implemented. There has also been a lack of overtime available for employees, which puts greater pressure on their financial situations. 
Additionally, there has been a need for reskilling due to a large number of changes within the retail environment whereby employees are finding alternative roles and looking for better pay. Therefore, to lessen the gap and prevent stores from being understaffed, the employees that are in stores at present are seeing the need to reskill and train these people to create a multiskilled work force. 
The increased want for a better work/life balance and flexible working is not always an option for retailers to offer employees as it requires fully flexible contracts. The social aspect of the PESTLE analysis identified that because of this, employees are finding it difficult to have this balance and it is creating issues with their wellbeing. This is a factor that will have a lasting impact on the retail industry as more people look for employment that offers this desired flexibility. 
Similarly, after conducting a SWOT analysis (Appendix B), it has been able to identify that one of the main threats that will have an impact on Wilko is the loss of employees to competitors. The rejection of the recent pay deal has meant that the hourly rate has only increased with the national minimum wage. This has caused competitors who offer a higher rate of pay to appear more attractive and as a result the loss of talent from stores. This puts more pressure on the remaining employees as there are less team members to undertake tasks, increasing their workload due to also finding it difficult to recruit. 
Therefore, after examining the learning need within Wilko is to be able to support the employees who have been impacted by the various events that have taken place because of the pandemic and changing retail environment. It has caused a greater need to learn about how management teams are able to help their employees with their mental health and wellbeing through difficult periods, especially when a team member is returning to work after being absent for these reasons. It has been said that creating a resource that enables teams to be able to do their jobs better, a better experience is created for employees within the organisation (Shackleton-Jones, 2019, p.153). The emergence of the learning need within Wilko can now be progressed with looking into what the best method for creating a resource would be to address the identified gap. 
Creation of a learning resource
There are a multitude of methods that can be used to create a learning resource that is right for the organisation and those who will be using the resource themselves. Selecting the correct type of resource is important as it needs to meet the priorities of Wilko’s needs, the expectation of the learners, and be within the budget that is set for the resource creation (CIPD, 2021.1). In addition to this, it must also be noted that knowing the people within the organisation who are going to undertake the learning is key as not one approach will work for everyone. 
Digital learning
One method that can be used to create a learning resource is digital learning. This is learning that is facilitated using a form of technology that allows the user to undertake the learning or development within the organisation (CIPD, 2021. 2). There are a wide range of digital learning examples include websites within the organisation, specific learning portals for employees, eBooks, and employee forums that could be used to create a learning resource for the organisation. There are many benefits to using digital learning to create a learning resource that have been discussed. It has been said that using digital learning can create a flexible learning environment for those who must use the resource, as well as allowing this resource to be easily accessible (Ifenthaler, 2018, p.4). This would be able to be applied to Wilko as it currently uses a learning portal that team members are able to access from both computers in store and in their own homes through a smart device. However, it has been argued that using a digital resource such as a learning portal may be too impersonal and difficult to generate a better understanding on certain topics if the resource is provided through a computer screen (Pappas, 2015). This could mean that the leaning need of better supporting employee mental health would not be achieved through this, as it is an emotive topic that may require the human element to deliver the learning objectives efficiently.
According to Lin, Chen, and Liu (2017) the use of digital learning can enable organisations to track and see who has completed what learning and the result of the activities that they have completed. As the aim is for the learning resource to be used by management teams to develop their knowledge of supporting employees impacted by mental health, it would be important to be able to monitor who has completed the learning to ensure that they are able to give their employees the correct support. The use of digital learning can also ensure that there is consistency delivered in the level of training that is provided to those learning (CIPD, 2021.2). On the other hand of this, allowing employees to find the time to enable them to partake in the learning can be difficult, unless a completion deadline is set it is likely the learning will be overlooked for other prioritised tasks (CIPD, 2021, 2). There can be busy periods in stores and current levels of staff mean that management teams are on the shop floors to help support their teams. Issues with the learning portals or connectivity issues can also impact the resource being used, and often creates time wastage if the user is sat waiting for the problem to be fixed, creating inefficiencies (Harun, 2001). 
As one of the current trends being seen to be having an impact on learning and development is mobility, it is important that although not all employees will be together at one time as work can now allow for employees to join the organisation from numerous places and work from any device (Morgan, 2017). This is heavily applicable for head office jobs in Wilko as they can be conducted remotely. Therefore, ensuring that everyone is receiving the same level of learning is important as it may be difficult to collectively get all these employees together to give them uniform learning materials. Technology is another factor that has a massive impact on learning and development as there are constant developments being made to what can be used in the workplace to enhance training and learning (Morgan, 2017). The updated learning portal that has been added by Wilko in March 2022, allows employees to not only undertake the mandatory learning that is required, but they are also able to decide if they would like to do additional courses. This creates learner engagement as there is a choice provided and self-motivated, initiative-taking learning is more successful than compulsory courses assigned by the organisation (PM Insight and ICS Learn, 2020). If this is the case, using a digital learning resource may encourage those outside of management teams to engage with the identified learning need and allow other team members to support their colleagues with mental health, creating more ‘buy-in’ for the resource. 
Gamification
Another method that can be used to create a learning resource is gamification. The process behind gamification is that game design theories are applied to everyday situations, it can encourage greater engagement and better retained knowledge (CIPD, 2021, 1). It can encourage a competitiveness between team members and a want for achievement, it can be used as a motivational tool that encourages learning (Faber, 2021). As mentioned previously, there are current trends that are impacting learning and development, one of these is millennials within the workplace. It has been said that by 2025 millennials are expected to make up 75% of the workforce (Morgan, 2017). This could allow for gamification to be used as the way a learning resource is created as it could fit in with the current demographic of the workforce and would be a concept that is familiar to employees, gaming. It could also help the way that employees learn as it takes away from the standard reading of a document and completing a test to demonstrate that learning has been undertaken. Within the design of a game, it allows a user to attempt multiple times until they have the mastery skills, it eliminates the element of failure which can be a barrier to some people learning (Kapp, 2015). The use of gamification to create a resource can be linked to social learning theory. This is a theory whereby importance is placed upon imitation, modelling, and observing the behaviours and attitudes of others (Bandura and Walters, 1977). As gaming creates a competitiveness and is commonly a social activity, employees would learn from each other and the resource if gamification were used. 
However, when designing a learning resource, it must consider that one approach does not fit everyone. For the generational workforce, the use of gamification could be a challenge as it is not something they are familiar with, and it could have a negative impact on them undertaking the learning and not be as effective if they find it difficult to use (Jain and Dutta, 2018).  In addition to this, due to the sensitive nature of the identified learning need, it could be considered in appropriate to make a learning resource game to about supporting employees with mental health. Although it would be familiar to a lot of the learners, such an important topic should be potentially dealt with a more fitting design. 
Presentations
The use of presentations is a way of delivering a learning resource to the desired audience. This can be done as a face-to-face activity, which can allow a professional to deliver the content and create a group learning experience. By having another person presenting the learning resource it can encourage engagement with the material, as those undertaking the learning are able to ask questions if they are unsure and feedback their ideas to their group. The use of shared knowledge can help to fill gaps for those who did not have it previously, and the presentation can work better for those who learn better as a collective (Sessa and London, 2008). Presentations can be easy to follow and allow for a number of learning styles to be addressed, it can use a variety of approaches so that presentations can be appropriate of learning groups, for example formal, informal, or virtual depending on the learning need (Evans and Sadler-Smith, 2006). The overall design of a presentation to meet the need for the organisational learning need is that is must be relevant to the issue and raise awareness to the management teams of what needs to be achieved. Therefore, it must be considered, who is creating the resource? If the presentation is made in a way that is difficult to follow with too much information, it can become overwhelming for those using the resource to learn, creating disengagement (Chipchase et al., 2017). It must also be considered those who have additional learning needs such as dyslexia that the font that is used is readable and that the background page for the text is a light colour but not white (British Dyslexia Association, 2021). 
Conclusion 
To conclude, learning and development is about meeting the future needs of the organisation through identifying learning needs and developing employees in areas that are needed (CIPD, 2021, 3). The learning need must first be identified for it to be addressed and from here the aims and objectives of the learning intervention can be developed. It is up to the organisation to find the best fitting resource that will help employees undertake the learning need and there are numerous learning resources that can be used. It has been found that the resources that can be developed each have their positive and negative attributes. The right resource will depend upon whether the aim of the learning is for on an individual level or group level, as found by Evans and Sadler- Smith (2006), if the learning is for a group the learning can be for groups in a formal setting depending on the nature of the learning, informal group setting or virtual groups. Additionally, if the learning is going to be undertaken by employees individually, then it is important to remember that not a ‘one size fits all’ approach can be used as there are various learning needs within organisations (Gough, 2022). Overall, there are benefits to getting the creation of a learning resource right as it can lead to increased engagement from employees, a broader understanding of knowledge, and better employee morale if the learning is addressing something that is directly impacting employees. 
Recommendations
After looking at some of the methods that can be used to design a learning resource, it is likely that the best design to use is digital learning.  This can be integrated within the learning portal that is currently used within Wilko stores and head office. The reason for this is that all of the management teams are familiar with how this portal works and it is something that is able to be monitored in aspects such as who has undertaken the learning, the impact of the learning a quiz attached to the information, and a deadline can also be set to ensure that there are competent management teams across all regions at the same time. The portal can also allow other employees to undertake the learning, allowing them to also support their colleagues working with mental health conditions, or for simply increasing their own knowledge. 
To develop the digital resource that addresses the need for mental health support for employees, an action plan is needed to outline what has to be done to achieve this end goal. 
Who? 
The group that has been identified as needing the learning intervention are management teams who are dealing with employee absence due to mental health, and how they can undertake learning to better support these employees. 
What? 
The resource will be a digital resource that can be found on the Be Your Best learning portal that is accessible from in store computers and smart devices at home. It will be in the form of an online fact sheet that will have a quiz at the end that has to be passed to say the learner is competent in achieving the learning need. 
When? 
As this is a need that has become more important since the impact that the pandemic has had on the mental health of the employees who have worked through it, it is important that this learning resource is developed as a matter of importance within the organisation. Due to the learning portal having new learning content added to it at a frequent rate, it should not take long for this new resource to be implemented. A time scale of around six weeks to develop and make live would be sufficient. 
Where?
The resource will be created by the learning and development department at Wilko that creates all other learning resources, however HR will also be involved with the development to ensure the information is correct and relevant due to the content that needs to be delivered. 
From here the resource will be made available on the learning portal that is specific to Wilko internally, the resource will be found under the courses section where training and learning is undertaken. It will be automatically allocated to management teams profiles as they are the learners who will be directly dealing with the employees the course will be beneficial to. However, those employees who want to undertake the course in addition to their mandatory learning will be able to find the course by searching for it and assigning it to themselves. 
Costing
Costing and benchmarking can be used to calculate the direct financial cost that will be incurred from the learning resource, this can be producing the content for it, collecting the information, and having people to develop the resource (CIPD, 2021, 4). Benchmarking consists of the comparisons and rankings of different measures that are associated with the learning and training provisions and highlights where resources are used cost effectively (CIPD 2021, 4). These will be financial, however, benefits gained from undertaking the learning interventions can also be benchmarked. 
Internal resource development can be more challenging to cost; however, this can include how much is going to be spent on collecting the best materials to meet the objective of helping employee mental health. In addition to this, the creation of the content such as paying the salaries of those producing it and overheads for the resource can be factored into the cost. There can also be costs of making the resource live on the portal. As there are no figures yet these would have to be calculated before the resource begins development to ensure there is sufficient budget in order to achieve the aims and objectives set out. 
Evaluation 
To gather whether or not the learning resource has been successful in addressing the identified learning need, evaluation can be used as a tool to investigate this. Evaluation is used to check that the learning does work, that it is financially beneficial, and any issues that are presented can be identified and resolved (Bundsgaard and Hansen, 2011). The method of evaluation that Wilko could use to assess the success of the learning resource is the Learning Transfer System Inventory created by Holton, Bates and Ruona in 1996. This method measures three sections within the evaluation: learning, individual performance and organizational results, it considers the desired outcomes of an organization when using learning interventions (Thalheimer, 2018). This method of evaluation however could be considered too complex to use as it has over 100 inventory questions for the evaluator to go through, making it a time-consuming process too. 
Wilko would also be able to evaluate if the learning has been successful through looking at internal data relating to absence and the reasons for it. If the number of absences and long-term sickness for mental health are decreasing it could be said that the learning need has been met. However, this is something that would have to be monitored per period for smaller evaluation samples and annually for long term impact. 
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Appendix 
A. 
	
	Factors
	Impact on organisation

	Political 
	· Pandemic rules 
· Government restrictions
	Stores being unable to sell certain items due to government rules.
Reduced opening times limited customer numbers. 
Decreased customer capacity. 

	Economic 
	· Impact of the pandemic
· Consumer spending 
· Need for reskilling/skill increase 

	The pandemic reduced footfall. 
Poor financial performance, increase in online shopping, not traditional retail. 
Movement of employees due to job losses, spending on reskilling. 

	Social 
	· Work/life balance needs
· Lifestyle 
	Retail requires flexibility, hard to offer flexible working. 
Shift patterns do not always match employee wants e.g. working weekends. 
Can lead to being understaffed.

	Technology 
	· Innovation 
· Upgrades
· Access 
	Use of website not as up-to-date as competitors, development of app needed. 
Technology updates for stores to make employees roles easier/ more efficient.
LMS updated for employees, can access externally, learning done outside of organisation. 

	Legal 
	· Employment law
· Health and safety 
	Allow for budget to accommodate yearly pay rise in minimum wage. 
Contracts are clear to ensure flexibility. 
Audits completed to ensure store is following health and safety regulations. 


	Environmental
	· CSR 
· Supply chain 
· Sustainability 
	Updated CSR information for customers to find.
Awareness of more environmentally conscious customers. 
Using producers that create products that are plastic free.


B.  
	Strengths
· Innovation
New lines are being introduced under names that allow them to be sold in other stores e.g., Clever Pots being sold in competitors such as B&Q.
· Equipment 
Use of display pods being utilised in stores to create features that attract customers as they enter stores. Can build products into displays for easy pick up to increase basket spend per customer. 
	Weaknesses
· Turnover
Easy to lose employees due to the environment the organisation operates within. Greater retention is needed. 
· Skill gaps
Not all team members are multiskilled. This creates problems when more skilled employees are on holiday, increasing the workload for others. 
· Budgets
Requests to cut payroll for upcoming weeks creates disruption as rotas require changing and it is frustrating for the team members. 

	Opportunities
· Workforce planning 
Key people identified for development; actions being taken to build these team members to meet the workforce demand. 
· Investments
Investments have been proposed that would allow for stores to operate a ‘click and collect’ form of shopping from stores warehouses, not distribution centres. This will create competition with similar style organisations within the market. 
	Threats
· Loss of staff 
Competitors offering better benefits and pay after the proposed pay deal was rejected. Less attractive in retaining employees. 
· Government regulations
No longer having to self-isolate when testing positive for COVID-19 has resulted in negative online media about the organisation and how it is treating its employees. It has also caused concerns amongst team members about sickness related to COVID-19. 




