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1. Introduction
As said by Gunnigle et al. (1997), “people are the lifeblood of an organisation”. This suggests that without its employees, a business, company or corporation could not function. Whilst this is true, employees cannot work to the best of their ability without suitable training and development. Opportunities for training and development of new skills is known to increase motivation and job satisfaction among workers. Conversely, a lack of training encourages two thirds of workers to quit their jobs at the thought of feeling unsafe, under-valued and poorly motivated (PM Editorial, 2018). In the United Kingdom, it is the responsibility of the employer to ensure the required statutory training and development of its employees. Certain training such as health and safety is compulsory across effectively all fields of work, however other important training programmes such as operating heavy machinery or IT skills are compulsory only in certain occupations. Within larger companies, the Human Resources department is responsible for the training and development of employees (Unum 2015). The HR department is able to keep up to date with legislation regarding training and development that is applicable to the company to maintain the safety, efficiency and skills of its employees. The emergence of new technologies and the rise of social media is causing a shift in the types of skills required by employees, and so types of training and development are adapting to ensure that workers and their organisation are ‘moving with the times’. 

2. Importance of Training & Development 
Training provides workers with the skill and competence to complete their day-to-day job, whereas development has a more long-term approach and ultimately enables growth and prosperity of the individual and the organisation for which they work. The continuous process of training and development (T&D) within an organisation is pivotal to performance, and is comprised of four main elements with varying time frames: training and career development for the individual, and organisational development and organisational learning at a company/collective level. 
Training and development usually involves a five step process: 
1. T&D needs are first determined through a series of assessments based on organisational analysis of goals, task analysis of what is required to achieve these goals, and person analysis of who needs training. 
2. Objectives are then created based on these needs, which outline the specific end goals desired so that results can be assessed reliably. 
3. Appropriate methods of delivery for the training & development programme are chosen. These may include e-learning, role playing or on-the-job training. Often organisations used a combination of methods, known as ‘blended training’.
4. The programme is implemented, which often poses difficulties in scheduling the training, finding managers/qualified trainers to deliver, and employee resistance to change. 
5. The programme can then be evaluated to determine its success. Evaluation is traditionally based on four criteria: trainee reactions, learning, behaviour change and organisational results. 
Very often, the objectives of T&D are matched to the strategy of the organisation and the proposed career path of the individual, hence why it plays such an important role in performance and growth.
Training can be separated into several groups according to who needs it and where it is necessary, for example: 
· Induction training – needed when an individual begins a new job, introducing essential information e.g. fire safety
· Job training – increasing employee knowledge to develop a skill required for a specific job
· Crafts training – learning a specific skill to become a competent craftsman
· Training for promotion – training an employee to perform a higher-level job
· Refresher training – updating the knowledge and skills of employees
[image: ]Several factors can influence the success of training and development programmes including technological advancements, learning styles and higher management support. Some of these factors may be based on the advantages and disadvantages of training and development for an organisation as seen in table 1 below. Table 1. The Advantages and Disadvantages of Training and Development of Employees for an Organisation. It can be seen that the process of training and development appears to have more advantages than disadvantages for the organisation concerned. Table adapted from a table included in Training and Development by Pearson Education Ltd. (2019).


To add to this, a study conducted by Staff Skills Training in 2018 found that 90% of a large sample of British workers believe that regular training is vital for their career, and 90% of those aged 55 and over agree that there is a strong link between regular training and a content workforce. Another study by Totaljobs (2018) found that two in every three UK employees have changed jobs due to a lack of learning and development within the workplace. Therefore, it can be concluded from this that training and development within an organisation is extremely important, not only for the success of the organisation as a whole, but also for the happiness and performance of its employees. 

3. [bookmark: _Hlk40711559]Aims of current legislation regarding the training and development of employees and how well these aims are met
Although there are plenty of incentives for employers to offer training and development opportunities to employees, government legislation in the UK makes certain training compulsory for all workers. Legislation covering employee training and development has quite a broad scope due to the multitude of possible careers available in the UK, and the differing skills required for each of these occupations. The legislation discussed below aims to cover some of the training that is compulsory across all fields of work, but also some training that is compulsory for some workers but not others, depending on their profession or role within the company. 

3.1. Health and Safety
Health and safety training is statutory, meaning that it is required for all employees, employers, managers and supervisors to complete as set out by the UK government. This is to ensure safety within the workplace and to minimise risk to workers health, but also to develop a positive health and safety culture (Health and Safety Executive 2012). Furthermore, this training helps the company to avoid the distress and financial implications incurred through accidents or ill-health. According to the UK Health and Safety Executive (HSE), Britain has the second lowest rate of workplace fatal injury in the EU which is six times lower than the rate in France (Hartley, 2018). Therefore, it can be argued that health and safety training and the legislation enforcing it is successful in the UK.
[bookmark: _Hlk40879391]The Health and Safety at Work etc Act of 1974 requires employers to provide the necessary training, information and supervision to ensure the safety of workers. Further to this, the Management of Health and Safety at Work Regulations of 1999 identify scenarios where training may be particularly important, such as someone new starting work for the company, exposure to increased risk or where skills need refreshing/updating.  
The Safety Representatives and Safety Committees Regulations of 1977 and Health and Safety (Consultation with Employees) Regulations of 1996 require employers to communicate with employees or their representatives regarding health and safety issues. An employee may be appointed as a health and safety consultant for their colleagues under these regulations, and this individual is eligible for paid leave in order to train in their duties. This should maintain a safe and comfortable environment within the workplace for all individuals.
Other important legislation includes the Health and Safety (Training for Employment) Regulations of 1990 which ensure that new or inexperienced employees or students doing work experience within a company are adequately trained and covered by health and safety law. This is to safeguard those learners and prevent any accidents that could likely occur as a result of these individuals being less experienced.
There are several other pieces of legislation concerned with more specific health and safety requirements including asbestos training and first aid at work. 
Different organisations implement and monitor their own health and safety policies in different ways, depending on their strategies. For example, NHS England aims for “excellence in health and safety” (NHS England, 2015) by “continually seeking to improve [their] health and safety management system” so that it complies with their values and the expectations of those who use the service. The NHS recognises the importance of the Health and Safety at Work etc Act 1974 and understands that this is not a choice but a legal requirement. The policy is designed to safeguard staff, contractors, visitors and the public as a whole. They claim to be committed to supplying the financial and physical resources needed to ensure high standards and also provide their staff with the high-quality information, training, instruction and supervision needed to work safely and competently. They regularly carry out risk assessments to identify potential hazards and improve existing control measures. NHS England’s policy is reviewed every two years or in the event of legislative or organisational change in order to stay up to date. 
Although the health and safety policy of the NHS is extensive and is probably adhered to in most cases, we have recently seen some shortcomings due to the coronavirus pandemic. Countless health workers have expressed concerns at the lack of suitable training and the shortage of personal protective equipment, with the deaths of more than 82 NHS workers believed to be the result of these shortages (Booth, 2020). This raises the question: Do large organisations adhere to Health and Safety Laws in practice or just in theory? Coronavirus is a special case however should there have been legislation or an action plan in place in the event of a widespread pandemic?

3.2. Work Equipment and Machinery
All employees using equipment at work must be adequately trained to prevent damage to the individual, surrounding environment or to the piece of equipment itself, which may be very expensive. The use of some equipment may require thorough formal training. However, for most equipment, adequate training can be delivered in-house using the manufacturer’s instructions and the background knowledge of experienced/skilled workers. Employees should be competent for the work they are expected to undertake, and training helps to develop this competence. Employers are expected to ensure that any employee using work equipment have received the appropriate training, as well as training for managerial and supervisory staff. 
[bookmark: _Hlk40716031][bookmark: _Hlk40879497]The Provision and Use of Work Equipment Regulations of 1998, otherwise known as PUWER, ensure work equipment is suitable for its intended use, safe, inspected, and properly maintained. They also require those using the equipment to be properly trained. There are two situations specifically mentioned in the PUWER guidelines regarding chainsaw operators and driver training. The guidelines state that all workers using a chainsaw should have received appropriate training and obtained a certificate of competence or a national competence award. Moreover, employers should ensure that any self-propelled work equipment is only driven by workers who have received training in the safe driving of said equipment. Furthermore, regarding rider-operated lift trucks, an Approved Code of Practice (ACOP) specifies that employers should not allow anyone who has not completed basic training and testing to operate lift trucks. There is also further legislation relating to power presses and woodworking machinery. 
Although the work equipment mentioned above is not commonly used in a lot of sectors in the UK, legislation is still important to promote training and familiarisation with this potentially very dangerous machinery. Failure to provide this training is not only against the law, but it may be fatal for employees working in an environment with elevated risk. 
In 2013, Eddie Stobart were found to be in breach of their statutory duties, as an employee was injured at work due to a large pin attaching the container to the back of his lorry being “old and in a state of disrepair” (Thompsons Solicitors, 2013). The employee suffered severe injuries to his hand and was awarded over £3000 in compensation. This shows that companies may not necessarily abide by regulations and carry out regular maintenance as they should. Eddie Stobart’s failure to comply under the provision and use of work equipment regulations (1998) act is highlighter within their group health and safety policy statement. Eddies Stobart’s Health and Safety policy discusses their responsibilities under the Health and Safety at work act 1974 and goes on to provide the reasons in working under the act and gives specific information regarding the case of injury at work. The policy statement reads as follows.
“Stobart Group are fully committed to ensuring that all employees be involved in matters of health and safety in order to:
· Secure the Health, Safety and Welfare of persons at work, preventing injury and ill health
· Protect others (including the general public) who may be affected by the activities of Stobart Group against risks to health and safety
· Prevent the importation of unnecessary risk
· Seek continual improvement in OH&S management and OH&S performance”
(2020)
This proves that in the case of Eddie Stobart, the company complies and puts in place current legislation regarding Health and Safety which coincides with the Provision and Use of Work Equipment Regulations of 1998 when training its employees in order to prevent injury and ensure safety of the workforce. However, in this case the aims of legislation weren’t met as the employee was injured and entitled to £3000 compensation due to the fact his lorry being, “old and in a state of disrepair”. This proves that companies appear to comply with current legislation in all aspects of the workplace however struggle to enforce them in every instance. 



3.3. Data Protection
[bookmark: _Hlk40879573]Every UK business holds information about individuals whether they be employees, customers or contractors, and therefore data protection laws apply. Larger organisations may appoint data protection officers to deal with this issue. The General Data Protection Regulation (GDPR) became effective in 2018 and updates the Data Protection Act of 1998. This legislation aims to protect personal data and ensures it is used properly and legally. Employers are responsible for understanding and implementing correct procedures as the penalties for non-compliance may be severe. Employees may require training in storage and disposal of personal information according to GDPR to ensure that their organisation is fully compliant.
For example, HSBC UK updated their privacy notice in February 2019 following the release of GDPR to “add clarity to how data is shared with social media platforms for marketing purposes” (HSBC UK 2019). HSBC claims to store only certain information for lawful purposes such as confirming identities or addresses, advertising and to improve their products and services. They only collect information in line with any relevant regulations and the law. Their policy states that data may be shared with other HSBC group members, partners or third parties including insurers, brokers or fraud prevention agencies to name a few. Moreover, information may be shared with advertising partners or social media platforms for marketing purposes. Customer’s information is kept for “as long as [they] have a relationship with HSBC” and once the relationship ends, information may be kept where necessary for “legitimate purposes” including fighting fraud or to respond to queries/complaints. In line with GDPR, HSBC UK honour the rights of their customers and enable them to see what information is stored and to regulate the processing, sharing or updating of said information. Consequently, many HSBC employees, whether they deal directly with customers or not, require suitable training to correctly implement this policy and to ensure that the company is compliant with data protection laws. 
However, between October 4th 2018 and October 14th 2018 HSBC suffered a data breach which led to unnamed hackers gaining access to customers account details like bank statements, transaction history and personnel information. HSBC stated,
“The information that may have been accessed includes your full name, mailing address, phone number, email address, date of birth, account numbers, account types, account balances, transaction history, payee account information, and statement history where available. HSBC regrets this incident, and we take our responsibility for protecting our customers very seriously. We have notified those customers whose accounts may have experienced unauthorised access and are offering them one year of credit monitoring and identity theft protection service,". (Personal & banking info of HSBC customers stolen in major data breach, 2020)
The fact customer information and personnel details were leaked means that HSBC were in clear violation of their data protection promise to their customers. According to HSBC an error was made by a member of staff which led to the security breach which calls to question if the member of staff was trained appropriately for the job. In HSBC’s ‘Privacy and Data Protection Statement’, they state how they intend to keep your information secure as a customer. The statement reads, 
“We use a range of measures to keep your information safe and secure which may include encryption and other forms of security. We require our staff and any third parties who carry out any work on our behalf to comply with appropriate compliance standards including obligations to protect any information and applying appropriate measures for the use and transfer of information.” (Privacy and Data Protection Statement | HSBCnet | HSBC, 2020)
This statement proves that the requirement for staff to be trained appropriately was promised to HSBC’s customers however in this case the member of staff in question made a mistake which led to customers private information being leaked. This could be down to human error at  the time and that the member of staff was sufficiently trained or it could be down to the fact HSBC fails to implement the proper training to its employees which calls to question if the legislation in place meets its aims. Since the incident, changes have been made to HSBC’s Data Protection security measures as cited.
3.4   Fire Safety Training
[bookmark: _Hlk40879615]Fire safety training can be regarded as a sub-category of health and safety training, however this particular training is statutory in the UK under a different piece of legislation: the Regulatory Reform Order (fire) 2007. This order declares that an employer must ensure that their employees are supplied with adequate fire safety training when they are first employed and in the event of them being exposed to new or increased risk. This order further states that training must: include sufficient instruction on precautions to be taken for an employee to protect themselves and others working on the premises; be repeated as and when necessary; be adapted to take into account any new or altered risks; take place during working hours. (Stone, 2020)
3.5   Training on Race Equality 
[bookmark: _Hlk40879681]Public institutions based in the UK, such as universities and colleges, have a duty to ensure that their staff appreciate their legal responsibilities and correct practice in promoting equality and eradicating discrimination in the workplace. Under the Race Relations Amendment Act 2000, training is required on race equality. Further training may also be necessary regarding matters such as gender reassignment, religion, sexual orientation or pregnancy. (Events: UoB: Introduction to Race Equality Training | Diversity and Inclusion (Staff) | University of Bristol, 2020)






4. Conclusion
Ultimately, the process of training and development is extremely important not just for organisations as a whole, but for individual employees too. Companies that readily provide opportunities for training and career development have been shown to have a more content, loyal workforce resulting in greater productivity. There are many different types of training appropriate for different occupations, and many ways of delivering said training. The choice to undergo a training and development programme may be the choice of the individual employee for career development purposes, or it may be the choice of the organisation for organisational development purposes. Very often the type of training chosen, and the individuals chosen to take part coincides with the goals and strategy of the organisation. 
Legislation regarding the training and development of employees in the UK can be seen as successful in ensuring the welfare of workers and the performance of companies and businesses. However, organisations may implement policies so that they adhere to legislation in theory, but whether they adhere to it in practice is another matter. In the case of Eddie Stobart and HSBC, legislation was in place in theory however mistakes were made which calls to question if employees were appropriately trained and if workplace equipment was suitable under the legislation in place. Nevertheless, the size in workforce of large companies makes implementing legislation seamlessly extremely difficult an therefore errors are bound to be made in odd occasion making the companies nothing more than human. In conclusion companies that implement employee development are more successful in adhering to current legislation surrounding certain aspects of the business world. However, these companies will still make mistakes as that is what makes them human. The report proves that legislation put in place by companies are adhered to, to a certain extent but through the size of organisations mistakes can be made down the line. Companies need to keep on top of employee development to ensure they continue to adhere to legislation in place.
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