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· Explain why learning and development activities are of benefit to individuals and organisations (AC 6.1) 
Learning and development involves understanding the organisation's present and future skill requirements as well as how to foster a learning culture that encourages engagement in continuous professional development (CIPD Profession Map, 2021). According to CIPD (2020a), businesses who prioritise and encourage learning can contribute to building a positive work environment for employees.
An advantage to an organisation would be retention rates; Craig (2019) states that development in the workplace improves retention and a study conducted by LinkedIn Learning (2018, p. 8) supports this statement, with 94% of participants agreeing they would stay at a business longer if it invested in their development.
Learning benefits individuals with regards to personal growth and potential to fulfil our job requirements (Waite, et. al 2021, p. 36). According to Waite, et. al (2021, p. 82), our security “no longer lie in our job, role or employer but in our skills, knowledge and capabilities” which enhances the importance of CPD. By continuing to develop, employees can benefit from taking responsibility of their own professional development and gain a greater self-awareness which help build a realistic career plan (Waite, et. al 2021, p. 82)
Offering development opportunities also contributes to employee satisfaction and when people feel valued, they are become more dedicated (IFP, 2019)
· Describe different types of learning needs and reasons why they arise for individuals and organisations. (AC 6.2)
Learning needs arise due to performance gaps between what an individual “wants, needs or is required to do, and what they actually can do” (Waite, et. al 2021, p. 208). Learning needs analysis' can be done for (Hayden, 2021a):
Organisations
To determine the type and quantity of learning required to ensure employees have the right skills to perform in line with organisational strategy.
Teams
New projects and opportunities entail restructuring or new ways of operating, and restructuring also has its own effects.
Individual
Tying individual L&D needs to business requirements needs, completed as part of a performance or development review.
According to Waite, et. al (2021) the “biggest driver of learning needs is change.” They can change depending on what is currently affecting an organisation internally or externally. A PESTLE analysis can be used to determine this. The Welsh Government are funding the Agile Nation2 project through the European Social Fund, which was created due to the underrepresentation of women at managerial levels across Wales (ChwaraeTeg, 2021). The business programme provides organisations with appropriate advice and best practice to support and promote talented women, ensuring they are recognised equally and fairly for their efforts (ChwaraeTeg, 2021). This highlights the importance of external changes on learning & development.
· Summarise different face-to-face and blended learning and development approaches, including: facilitation, training, coaching, and mentoring. (AC 6.3) 
Once the need is identified and objectives are set, an appropriate learning method needs to be chosen. According to Hayden (2021b), the method will depend on different factors such as feedback on effectiveness of past learning interventions, organisational priorities, budget, required expectations, performance targets and its links to employee requirements/experience/insight and the depth of knowledge/skill/behaviours that the learning intervention covers alongside existing skillset. Hayden (2021b) also mentions the importance of recognising cognitive processes, highlighting the significance of different learning needs or methods required as individuals digest information differently.
On-the-job
A face-to-face learning method as it involves shadowing or being guided by an experienced colleague when completing a task (Hayden, 2021b). This method requires being present at the workplace with dedicated time to complete and a planned activity (Hayden, 2021b).
Facilitation 
A ‘hands off’ approach where the facilitator focuses more on support the learning process (Waite, et. al 2021, p. 213). Using facilitation as an L&D approach encourages participants to take responsibility by putting the value on their learning (Waite, et. al 2021, p. 213).
Coaching & mentoring
Coaching is conversations on a one-to-one basis to boost an person’s knowledge, skills or work performance (Hayden, 2021c). Mentoring is a relationship where a more experienced co-worker imparts their knowledge to a less experienced member of staff to help their development (Hayden, 2021c).
Since the pandemic especially, the need for learning and development opportunities has adapted, and blended approaches are becoming more common (Ferlazzo, 2020). Blended learning is a mixture of both face-to-face and virtual platforms (Valamis, 2021).
· Explain how, in the design and delivery of learning and development initiatives, individual requirements and preferences must be accommodated. (AC 6.4)
According to CIPD (2020b), people management methods must support every employee in order to succeed and should take an “individualised approach to do this.”
Ever since the COVID-19 global pandemic, the digital learning has increased significantly and while some organisations have been able to adapt, others feel it does not have the same impact as face-to-face (Pugh et. al 2021, pp. 5), however it remains to be an increasingly popular approach, with:
84% of respondents reported the use of virtual webinars/classrooms has increased over the last 2-3 years (Crowley and Overton, 2021), and 55% saw an increase in blended learning (Crowley and Overton, 2021).
Hayden (2021d) highlights that digital learning should be clearly presented and appropriately resourced with additional support, as it is unlikely to be effective for unsupported and unprepared learners.
Regardless of the approach, it is important to consider individual requirements and preferences to ensure it is effective (Waite, et. al 2021, pp. 221). It is extremely important to consider these on an individual basis as everyone is different and some may require more support than others, as those with a “registered disability are 4x more likely to be offline” (Department for Education, 2019).
The Department for Education (2019) has implemented a framework to improve the essential digital skills amongst adults. This highlights the importance of inclusion and ensuring everyone has an equal opportunity to learn and also implies that digital learning approaches in learning & development, or everyday life, aren’t going to be limited any time soon. 
· Discuss at least two methods of evaluating learning and development and its impact (AC 6.5).
As described by Waite, et. al (2021, pp. 224) we must measure our work to ensure we are fulfilling our purpose.
Kirkpatrick's Model is used for evaluating training (Waite, et. al 2021, pp. 227). This model gives clear understanding of what specialists want L&D initiatives to achieve and each level refers to the evaluation that is required (Waite, et. al 2021, pp. 226-227):
1. Reaction
How participants initially react to the acitivity
2. Learning
The extent to which participants get the desired expertise
3. Behaviour
How behaviour has changed in the learner since taking part and learning
4. Result 
How this behaviour has impacted the organisation
Thalheimer (2018) criticises this model, saying it is outdated and undermines efforts as learning specialists to improve learning programs. Instead, Thalheimer (2018) provides an alternative 8-step method (Learning Transfer Evaluation Model) to evaluate learning effectiveness which provides adequate signposts to enable L&D specialists to create a worthy cycle of constant development (Thalheimer, 2018). The model looks at attendance, activity, perceptions, knowledge, decision-making competence, task competence, transfer and effects of transfer (Thalheimer, 2018).
The data that is required to be evaluated may be quantitive for example work analytics, statistics and numerical scores, or qualitative, like personal opinions and experience, comments and non-numerical information (Waite, et. al 2021, pp. 227)
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