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1.0 What is included in the Learning and Development Plan?
A learning and development (L&D) strategy sets out the workforce capabilities, skills and competencies the organisation needs, and how they can be developed to ensure a sustainable, successful organisation (CIPD, 2022)

1.Alignment with business strategy
2. Co-ownership between business units and HR
3. Assessment of capability gaps and estimated value
4. Design of learning journeys
5. Execution and scale-up
6. Measurement of impact on business performance
7. Integration of L&D interventions into HR processes
8. Enabling the 70:20:10 learning framework
9. Systems and learning technology applications
LD stands for Learning and Development. It is a vocational training and development programme within an organisation that aims to enhance the skills and knowledge of employees to help them achieve their career goals and contribute to the long-term objectives of the organisation.LD programmes are usually developed in alignment with the strategic objectives of the organisation and the career goals of employees to ensure that the organisation and employees work together to achieve common goals.
It can be seen that the L&D programme strategic framework covers a variety of dimensions, including academic, professional skills, leadership and interpersonal skills. Some parts of the L&D programme in glasgow2020 have elements of common L&D. Examples include the following five areas.
1. provide skills and knowledge training for employees to improve performance and business competencies
2. provide career development opportunities for employees to help them achieve their long-term career goals
3. facilitating personal development and learning by providing feedback and guidance to employees
4. support employees to participate in external training and learning opportunities to help them acquire a wider range of knowledge and skills
5. using online learning resources and e-learning to support employee learning and development
As a whole, Glasgow's scheme does not appear to be a typical 'learning and development (L&D)' scheme as it is more focused on developing people rather than directly providing learning and development opportunities. Although staff development and training is mentioned, the scheme appears to be more concerned with providing support and opportunities for staff to motivate and develop their potential rather than providing specific courses or learning opportunities. As a result, the programme appears to be more of a talent management programme, focusing on recruiting, developing and retaining high quality people, rather than a full learning and development programme. It is more focused on providing support and development for staff to ensure that they can contribute to the success of the school. While the programme may include some learning and development elements, it does not focus on training and learning opportunities in the same way as a traditional learning and development programme.
2.0 highlights the main objectives of the strategy
The strategy has seven key objectives, the most important of which are to attract and retain high quality students and staff, provide high quality academic programmes and support services, continue to enhance the University's reputation and impact, and expand its national and international reach. The strategy also highlights the objectives of promoting research excellence, strengthening community relations and enhancing technological infrastructure and campus culture.
1. Attract and retain high quality staff
2. Strategically align individual performance & development planning
3. Build leadership capacity and ensure capability development
4. Reward excellence through equitable & fair pay
5. Embed Internationalisation
6. Maximise staff engagement
7. Support cultural transformation 
Attracting highly qualified people is a key objective. Firstly, highly qualified people have a higher level of knowledge and skills, higher quality of teaching and research, and a higher reputation and competitiveness. Secondly, highly qualified people are more innovative and creative, bringing more opportunities for innovation and development to the university and helping it to achieve continuous innovation and progress. Finally, attracting high-calibre talent is also a reflection of the school's pursuit of excellence, helping it to build an excellent brand image and reputation and attract more resources and support.
3.0 What is driving this strategy?
The vision of the school is to be a school that provides leading education, training and development opportunities for its students. The programme aims to achieve this vision to ensure that students receive high quality training and development during their time at the school and are equipped with the skills and knowledge required for a successful career.
4.0 Who wrote the plan?
5.0 Think of an example of the learning and development they have demonstrated (e.g. introducing an e-learning package).
The university's strategic plan refers to a project called Connected University, which aims to provide more flexible learning opportunities and improve students' digital skills through the introduction of digital technology and online learning platforms. This project can be used as an example of how the University can demonstrate learning and development. By introducing e-learning packages and an online learning platform, the school can better meet the learning needs of students and improve their learning outcomes. 
6.0 The sixth point of the question is whether the learning and development plan is in line with the company's vision and asks to see their vision/mission statement.
The School's vision is "to provide excellence in education on a global scale and to provide the best learning and development opportunities for students and teachers in order to create a global community with a positive impact". It is clear from this vision that the school aspires to be a leader in providing excellence in education on a global scale and to provide the best learning and development opportunities for students and teachers. The Learning and Development Programme is therefore aligned with the company's vision.
7.0 Does the plan take into account all employees?
It is important that the needs of all employees are considered in learning and development programmes. This includes employees of different ages, abilities and learning styles. However, it appears that the scheme only applies to a small group of employees, i.e. those who have a desire to attend specific courses and activities. For those employees who need additional support or have different learning needs, the scheme does not provide sufficient assistance.
8.0 Is there a clear timeline for completion or review?
There are some specific timescales and timelines in this plan, but not all objectives have clear timescales for completion or review. For example, under the objective of 'Leading world class innovation in learning and education', the Plan will introduce a number of new programmes in the coming years, but does not specify when these will be introduced or when they will be achieved. Similarly, under the objective of 'empowering people', the plan refers to the provision of a variety of training and development opportunities, but does not give a specific timeframe. Overall, there is no clear timeline for completion or review in the plan, but some objectives have specific timelines.
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