SOPHIE PAVIA-LACEY- TASK 5- LEARNING & DEVELOPMENT

Learning and Development
1. Explain why learning and development activities are of a benefit to the graduate trainee and Inter Luxe Hotel Group. (AC 6.1)
Learning and development activities are beneficial to the graduate trainee because they offer a supportive working environment to build essential skills and to develop professionally. Through methods such as onboarding programmes, on the job training, e learning and face to face training sessions trainees gain experience whilst learning about the organisational culture, expectations and role specific requirements. Learning and development activities can play a key role in a graduate trainee’s engagement and retention as it boosts morale, motivation and job satisfaction. Learning and development are beneficial to the organisation as a well-structured learning and development strategy allows employers to address skill gaps early and ensures that employees develop the skills to meet future business demands. Graduate trainees who participate in learning and development activities are more productive, accurate and contribute more effectively to the operational demands of the business.
Learning and development activities are a key investment for an organisation as they can accelerate the confidence of new employees, foster loyalty and equip the organisation with the skilled workforce it needs to thrive. (O’Leary), (DeakinCo.).
2.  Describe different types of learning needs and reasons why they arise for the graduate trainee and Inter Luxe Hotel Group. (AC 6.2)
There are various types of learning needs. Some of these may be knowledge based, where an employee needs to understand more about the task and some may be objectives and how these contribute to the success of the business. Other needs may involve training on systems and work equipment, to ensure it can be used efficiently and productively. Additionally, skills or service training may be required so that an employee can demonstrate the appropriate behaviours and deliver the level of service expected by the business. (Waite et al., People Practice : A Complete Guide 208–210,a). There are many reasons why learning needs may arise within an organisation. The need for change can be driven by internal or external factors. External factors are often identified using the ‘PESTLE’ framework- Political, Economic, Social, Technological, Legal and Environmental, which serves as a starting point for understanding potential for pending change. If a change is identified within the economic category, such as the cost-of-living crisis, we would have to consider how best to support employees during this time. This could include offering wellbeing support or reviewing pay structures. We would also need to assess what changes could be made to maintain customer engagement. This could include reviewing pricing strategies or enhancing the value of our product. Internally a learning need may arise due to the introduction of a new product or service. It would be crucial that employees understand the reasons behind the need and how it aligns with the organisational goals. This would also bring the need to ensure that employees are equipped with the product knowledge to successfully deliver it to the customers. (Waite et al., People Practice : A Complete Guide 210–211,b).
 
3. Summarise different face-to-face and blended learning and development approaches, including facilitation; training; coaching; and mentoring that you could use when developing the graduate trainee. (ac 6.3)
There are different approaches to learning and development. The workplace is becoming more blended environment and as a result of this the learning needs within the workplace need to be more diverse. It is important to consider which methods best suit both the individual and the organisation. By selecting the most appropriate learning methods, the organisation can better support employee development and drive overall performance. (Hayden).
Instructor led Training- This method of training is delivered by an instructor in a classroom setting. It is tailored to the specific training area required, making it content specific. One of the advantages to this approach is that it allows the trainer to ensure the training material is understood. It also benefits the trainee by providing the opportunity to ask questions if anything is unclear. This method is low cost and time efficient making it a desirable learning and development approach to organisations. (Hall).
Facilitation- This method is similar to instructor led training and hosted within a similar setting, however, rather than a trainer presenting content to trainee, facilitation encourages active participation, discussion and collaboration amongst all participants to foster a shared understanding. (Smart).
Coaching- In this method an individual is paired with a coach who supports them in setting and achieving goals over a period of time. A coach is professionally trained within their field and offers guidance based on their expertise and qualifications. Coaching follows a well-structured plan that focuses on helping the individual improve their professional performance and reach work related objectives. (Mundey,a).
Mentoring- This method shares similarities with coaching, where the trainee is paired with someone to support them in achieving work-based goals. However, unlike coaching, a mentor typically offers support on a voluntary basis, or alongside their current role within the business. This method provides the trainee with an in-depth insight into the specific job role and the organisation itself. A mentor does not need to have formal qualifications their guidance is based solely on experience. (Mundey,b).

4. Explain how, in the design and delivery of learning and development initiatives, individual requirements and preferences of the graduate trainee must be accommodated. (AC 6.4)
When designing and delivering learning and development initiatives for graduate trainees it is essential to consider each individuals learning requirements and preferences to ensure an effective learning experience. Inclusive and supportive training programmes recognises the diversity among individuals and enables them to fully participate and removes any barriers that may prevent them from reaching their full potential and fully benefitting from the training. By offering a variety of delivery methods organisations can ensure that all trainees engage with content in the way that best suits their learning style.  (Jon Kennard).
5. Discuss at least two methods of evaluating the graduate trainee’s learning and development and its impact. (AC 6.5) 
There are various ways to evaluate a graduate trainee’s learning and development and the impact it has on their performance. It is important to assess and monitor learning and development programmes to ensure that the training is having a successful impact on employees. If we monitor these programmes, we can clearly identify what works well and what does not work so well. This allows us, as an organisation, to make informed decisions about which areas of learning and development to continue to invest in and which areas require improvement. This helps the business develop a more effective and targeted learning and development strategy.  (Corporate English Solutions).
There are various methods we can use to collect data that demonstrates the effectiveness of our learning and development initiatives. One method is the Kirkpatrick Model, which can be used to evaluate any style of training, whether it is an informal one to one session or a more formal training programme. It is based on four levels of criteria: Reaction, Learning, Behaviour and Results. The Kirkpatrick model suggests that evaluation should begin at Level one and, over time, progress through Levels two, three and four. It is said that using this method provides a more accurate assessment, as training is evaluated across each level of the model. The Kirkpatrick model is widely used and is one of the most popular methods for evaluating training effectiveness. (Kurt). An alternative method is Weinbauer-Heidel’s Levers of Transfer Effectiveness. Dr Weinbauer-Heidels model focuses on three key areas that she identifies as crucial for the successful transfer of learning into the workplace. These are Trainees, Training design and Organisation. Within these areas are twelve factors that influence the effectiveness of training. These include elements such as the trainee’s motivation, the relevance of the training content, the opportunity given to apply what has been learned and the organisational culture. Unlike the previously mentioned method, this approach does not simply evaluate a specific learning programme it goes further by assessing whether the learning can be sustained and effectively applied. (Institute for transfer effectiveness), (Hayden, “CIPD | on This Page”).
Feedback to evaluate learning and development programmes can be gathered from trainees. This is beneficial as it gives trainees a voice, which increases engagement and helps to foster a positive learning and development culture within the organisation. It also allows for the continual improvement of training sessions by providing a first-hand insight into the effectiveness of the content. This helps the organisation to avoid investing in training courses that employees do not find relevant or effective. (Morrison). One way we can collect feedback is through employee feedback forms. This is an effective method as the forms can be made anonymous which can encourage a more honest response from employees. It also allows the organisation to tailor the questions to target specific information. Another method of gathering feedback is during performance review meetings. This approach can often provide a more in-depth insight as it offers the opportunity to explore responses further. (People and Gibbons).
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