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1. Executive Summary   

The purpose of this report is to identity a learning need within Ceredigion County Council (CCC) that needs to be implemented because of changes to both the external and internal environment which not only affects employees individually but the Local Authority as a whole. 
A learning need that is currently missing as part of the suite of training modules that the authority already provides is bullying and harassment training. 
We have encountered a few cases of bullying and harassment in the workplace recently, sometimes between small clusters of staff who have the same roles and responsibilities as each other. In this instance, we have found that small issues initially have grown into much bigger ones, with difference in personality being a factor in staff feeling that they are being victimised. To make matters worse, employees feel too afraid to report this behaviour leaving HR powerless to intervene.
I will be discussing what external and internal factors have an effect on the organisation and how that may create an unwanted environment within the workplace. As part of my report, I will be discussing the rationale for this learning need and ways in which the authority can create new training in order to empower employees to stand up against such behaviour whilst knowing that their concerns will certainly be taken seriously. I will also discuss a learning theory that can be put in place to assist in the creation of this training, by tailoring the training itself to suit participants’ needs. Emerging trends and technology that will be big in 2022 will also be discussed. Examples such as reskilling and upskilling are tipped to be high on the agenda for training now as employers are trying desperately to hold onto their high achievers, as well as the use of immersive technology in order to grab the attention of the participants and increase information retention. 
How the training would look and how it will be evaluated in order to ensure best customer experience will form part of my report, finishing with my recommendations going forward. 

2. Introduction

Prior to March 2020 there were around a handful of CCC employees working on a full time basis from home. Then came the COVID19 pandemic and everything changed. All office-based and school-based employees were informed that they would need to work from home for the foreseeable future, with restrictions surrounding safe distances, PPE and self-isolation or shielding being monitored on a regular basis. Initially we were all told that this ‘new way of working’ would be in place for around 6 weeks. All of a sudden, we had to adapt to this huge change in working practices, with everything else that came with it. 
With the pressures of working from home and isolated from colleagues, along with new challenges such as home schooling, the toll on employees’ mental health had shot up. Employers needed to adapt their practices on looking after their employees, and fast. The issue on dealing properly with employee mental health (People Management, 2022, p. 6) means that ‘’creating a workplace that’s mental-health-friendly has to start from the top’’. In the same article the shocking realisation that a ‘’poll by BHSF’’ concluded that ‘’more than 2,000 UK employees who had been working remotely during the pandemic found that just 41 per cent would raise mental health concerns with their manager.’’ 
I have come to learn that one of the most profound reasons for mental health concerns for employees of CCC is bullying and harassment in the workplace. As part of CCC’s ‘no tolerance’ stance towards bullying and harassment in the workplace I feel training needs to be implemented not only to provide guidance on how to spot this type of behaviour but also to empower employees to stand up and report it. 
The statistics for employees having faced bullying or harassment in the workplace in general is staggering, whilst ‘’CIPD research shows that 15% of employees had experienced bullying over the past three years’’ (CIPD, no date). 
My rationale for wanting to create this training is to highlight the effect that this behaviour has on employees whilst also striving to make CCC an inclusive employer. As is stated by CIPD (no date), employees that work for organisations that are weak in tackling such behaviour ‘’can experience high stress, loss of confidence and motivation and higher levels of sickness absence’’.

3. PESTLE analysis

By using PESTLE we are able to analyse the six external factors that has an impact on the organisation (CIPD, 2021). Not only does this analysis highlight external factors that has an impact on the organisation as a whole but can also be boiled down to factors that will have an impact on training within CCC (figure 1).
The economic impact on things such as cost of living or inflation will certainly influence the way that we work as an organisation, both positively and negatively. A survey by YouGov (CIPD, 2022) highlights ‘’the fragile state of many employees’ finances’’ – this is before taking into account the crisis we as a nation find ourselves in right now due to the cost of living. This links back to what I said in the introduction when I mentioned that organisations should do everything in their power to care for the mental health and wellbeing of its employees. The economic environment we currently see ourselves in could also have a negative impact on creating new training opportunities. Should the need to cut costs become a possibility at CCC, there could possibly be the downsizing of new training events being created. 
Since the pandemic and with employees working from home a re-evaluation of working habits has taken place (the sociological aspect of the PESTLE analysis). For many, this has been the opportunity to prioritise home life over work but for others the term ‘VUCA’ is relevant – that is, ‘’the pandemic has taken volatility, uncertainty, complexity and ambiguity to a whole new level’’ (Gifford and Green, 2020). 
The third factor within PESTLE that supports the identification of needing bullying and harassment training is technology. With the rise in technological advances continuing at a great pace meaning employees have to continuously adapt their technological skills we are in danger of forgetting how we should be treating one another. That is, the growth of social skills is being impacted. The rise of technology in the workplace and how it has changed the way we work has been discussed long before the need for us to work from home. Debates were being held about the skills that employees should focus their attention on, with ‘’essential skills’’ such as ‘’empathy and collaboration’’ (Crowley, 2019) being examples of how employees work together effectively. This is effectively the reason why the external factors that affect CCC have led me to believe that bullying and harassment training is needed. With the eradication of social skills in the workplace due to an almost obsession in technology we have forgotten how to treat one another. 


4. SWOT analysis

By using the SWOT analysis, I will identify the Strengths, Weaknesses, Opportunities and Threats that will be involved in creating the bullying and harassment training (figure 2). 

4.1. Strengths

One of the main strengths of rolling out this type of training would be to highlight CCC’s stance on bullying and harassment in the workplace. Worryingly the opinion of employees throughout organisations within Britain, as reflected on by Evesson, Oxenbridge and Taylor (2015), is that ‘’in many workplaces bullying is not taken seriously enough’’. 
The external factor of a pandemic forcing the majority of CCC employees to work from home has shifted the focus of the organisation to commit more of its time to looking after the mental wellbeing of its staff; however, the act of bullying may have slipped under the radar and become less obvious to spot. The tone of an e-mail or Skype message can be a lot more difficult to decipher than acts of physical or verbal abuse, leaving victims to question their intention even more so. Stewart and Cureton (2014, p. 153) mention that, in order to properly tackle such behaviour ‘’requires awareness-raising through communication, and commitment from senior managers’’ which goes hand-in-hand with ‘’awareness training’’. 
Recently there have been examples of workplace bullying at CCC within small groups of employees, with potentially only one of those individuals being identified as a bully. Yet despite others having witnessed such behaviour, nothing is done about it, as they do not wish to be the next target of the bully’s behaviour. The training would subtly be used to target individuals as well as to empower others to stand up against it – this is where the role of the bystander comes into play. From their point of view it is easier to avoid conflict, to think that what goes on between others is none of their business, however they ‘’have a significant role to play in identifying, reporting and preventing workplace bullying’’ (CIPD, 2020). A study into how bystanders would react to bullying in the workplace (Paull, et al. 2020) reported that researchers had recommended two ways of empowering them to stand up against perpetrators – by encouraging them to be heard without fear of turning into victims themselves, and that reporting such behaviour ‘’is heard and taken seriously’’.
This will link in with the technological and sociological factors within PESTLE where in a way we need to encourage employees to stop hiding behind computer screens and treat each other with dignity.

4.2. Weaknesses

Whilst the definition of harassment can be identified via legal terms (Equality Act 2010) the identification of bullying can be more subjective as ‘’there is no standard definition of what is considered to be an act of bullying’’ (Evesson, Oxenbridge and Taylor, 2015). 
As an organisation CCC would be able to provide as much training opportunities as would be possible in clamping down on bullying and harassment in the workplace, but if employees are too afraid to raise their voices and report such treatment then nothing can be done to punish the perpetrator. 
We are all aware of the ancient proverb ‘you can lead a horse to water but you can’t make him drink’, which in this context refers to giving participants at a training event all the knowledge and awareness they need to act against such behaviour but if they fail to call it out officially it will continue. Stewart and Cureton (2014, p. 153) summarise this idea in that ‘’awareness may increase, but this may not be followed through to attitude and behaviour.’’

4.3. Opportunities

The role of the line manager is an essential one concerning looking after the mental health and wellbeing of their team. Following research (CIPD, 2022) line managers should focus their attention on ‘’five key behavioural areas’’ (figure 3). By laying down the foundations of a supportive and inclusive organisation to work for will create buy-in from employees. This is why it is essential to focus this training on all employees as line managers would encourage their teams to feel empowered enough to stand up against bullying and harassment.
With the pandemic having had such a huge global impact with employees re-evaluating their abilities and importance to employers, with what has been called the ‘Great Resignation’ (Jacobs, 2021, p.32), a trend that will really take off in 2022 will be reskilling. In order to keep employees an organisation needs to be able to react to current trends. Allas, Fairbairn and Foote (2020) noted that by 2030 ‘’more than ten million people could be underskilled in leadership, communication, and decision making’’. 
There is a link here to the sociological aspect of PESTLE where the attitude towards employment being ‘jobs for life’ has been on the decline for years, with the pandemic having sped up that attitude. An article focusing on the need to support the retraining of employees (Waldegrave, 2021) in order to give them purpose in the workplace. 

4.4.Threats

As already mentioned, the employee trend of the ‘Great Resignation’ can potentially be a huge threat in the success of a new learning resource. An organisation can train and re-train staff as much as they want however, with other organisations trying to tempt them away with better opportunities and higher salaries the cost of investing in the training of current employees can seem endless. There is also that feeling of negativity towards learning felt by some employees as highlighted by Brown (2018) where a third of people that were asked ‘’hold negative sentiments or are indifferent towards learning’’. Unfortunately, the opinion of some is that learning as you work is more productive than sitting in on training. However, when this article was created back in 2018 the pandemic was not something that would have been on employer radars. One of the fundamental barriers that put employees off training was the need to travel to a training event, therefore needing to find time in their diary not only to attend training but also to factor in the travel to and from training. With home working, all of that has changed. The majority of employees within CCC are still home workers, meaning that we can attend training events from our living rooms. The idea behind the bullying and harassment training would be to make it as accessible as is possible for everyone, meaning that the training could easily be done virtually. This links up again with the sociological aspect of PESTLE.


5. Rationale on why bullying and harassment training is needed

HR and L&D have a significant part to play in ensuring that bullying and harassment in the workplace will not be tolerated. I believe that rolling out this training would ensure that both departments become voices of leadership within the organisation. 
Although the #MeToo phrase was coined back in 2006, it did not enter the public’s psyche until 2017 following an article published by the New York Times accusing Harvey Weinstein of sexual harassment. With high profile actors being vocal about Weinstein’s behaviour towards them actor Alyssa Milano on her social media used the #MeToo hashtag. From there the subject of sexual harassment really was thrust into the spotlight. This movement prompted courage from victims of sexual harassment and in her article (Porter, 2022) she believes that one of five ‘’key attributes’’ in ensuring the voice of leadership is to ensure that ‘’professionals need to have courage not to turn a blind eye’’. This links up to my previous point about the important role of the bystander. 
Another example of harassment in the workplace that is ignored at times until it is too late is usually classed by the perpetrator as ‘banter’. Unfortunately, this kind of harassment is one that too many people fall into its trap. If harassment based on one of the protected characteristics does happen in the workplace then the employer can also be liable unless they can prove that measures were put in place to stop this behaviour. It is fundamental that employers ensure that work locations ‘’should never be intimidating, hostile, degrading, humiliating or offensive environments and employers have a crucial role in protecting workers’’ (Jarvis, 2021). 


6. Herrmann Brain Dominance Instrument (HBDI) Learning Theory

Developed in the 1970’s by American brain researcher Ned Herrmann, HBDI is an overview of the different thinking styles of learners. Directly linked to the Whole Brain Model (figure 4), also by Herrmann, the basics of the model is that learning styles fit into four quadrants – theorists, organisers, humanitarians or innovators (Herrmann Global LLC, 2016). Each learner has access to the four quadrants yet everybody has their preferred way of learning.
By using this learning theory, trainers will be able to encourage learners to use what they consider their ‘stronger’ quadrant whilst also pushing them to focus on ‘weaker’ quadrants of their brains (O’Neill, 2018). With technology still managing to increase its importance in the workplace, it might be easy for organisations to forget that behind technological skill there is a human being behind it. The need to balance that with transferable soft skills is essential. Stated in one of its factsheet on learning theory (CIPD, 2021), ‘’most theorists agree that it’s vital to support learners in reflecting on their learning as a way to embed any new knowledge, skill or behaviour’’. 
There will always be the potential for conflicts in the workplace, regardless of whether employees are working in an office environment or from home. According to a report the biggest reason for conflict ‘’is differences in personality styles or working’’ with respect between colleagues lacking (CIPD, 2020). The shift from working in the office to home working can also lead to cases of bullying and harassment being more subtle than it used to. Whilst cases of bullying and harassment in the workplace may have ranged from the extreme, such as intimidation or physical violence to the subtle with inappropriate jokes or blanking someone within the team, following the need for employees to work from home the threat of cyber-bullying will become more common. According to the same report (CIPD, 2020), when employees were questioned whether they had been a victim of cyber-bullying ‘’one in ten report that it happened via email or social media and/or by phone or text message’’. Due to the ever-increasing rise and popularity of social media cyber-bullying does not necessarily stay in the workplace anymore. The way we communicate with each other has changed significantly and with social media being available to anyone at any time the opportunity for bullies to harass their victims is not only confined to work.  

7. Emerging trends/technology

Firstly, a trend that has already been in place since the beginning of the pandemic (and will continue to grow) is that of online learning. With the need to move from face-to-face training being forced upon us, the change has been a popular one amongst employees. In fact, according to LinkedIn Workplace Report, budgets within L&D ‘’have increased by 57% in the last year’’ (LinkedIn Learning, 2022). 
I have already referred to reskilling as being one of the top trends of 2022, with upskilling being up there with it. The 2022 Global Sentiment Survey placed both reskilling and upskilling as the number one trend, with organisations experiencing skills gaps within workforces due to the change to home working as well as digitalisation becoming the norm (Donald H Taylor, 2022). 
Another trend that has been around for a few years but is expected to reach a bigger audience in 2022 is adaptive learning. By ensuring that learners receive the correct information and feedback from training (creating personalised experiences), the use of AI and immersive technology can help achieve this (Donald H Taylor, 2022). 
AI, Augmented Reality, Virtual Reality, Mixed Reality and Extended Reality are the immersive technology tools that have really exploded onto the L&D scene and changed the way training is given. By engaging with the learner, AI ‘’can help you to make learning more holistic and empathy-driven’’ (Growth Engineering, 2022). Very closely linked to that is the use of ‘gamification’ as a training method, with its creativity being used as a way to ‘’boost learner engagement’’ (Santa Maria, 2021). By capturing the attention and interest of your audience, a training event becomes more memorable (Growth Engineering, 2021). 

8. Design of a learning resource

Designing a learning resource for this topic needs to be a collaborative one between HR and L&D. Training will need to be made available to every employee within CCC. By doing so we not only manage to highlight the importance of tackling bullying and harassment in the workplace but also improves the skills of the workforce which would enable the organisation to hold on to talented employees (Lewis, 2017). 
The ideal scenario would be for one member of the HR department and one from L&D to undertake the training whilst also relying on managers to encourage and support their individual teams which will enable them to ‘’ develop their skills at work’’ (CIPD, 2020). 
Ideally the training would he held regularly and would need to be flexible in how it is held. For the majority of corporate employees the training would be done virtually, however for harder to reach pockets of staff (for those that are not as IT literate) the training would need to go to them. The length of the training would also need to be taken into consideration. For a workforce that does not have a huge amount of time to be away from their duties this training should be set for between an hour and two hours, because really we want training to be convenient and to the point (Cornerstone OnDemand, 2014). The example given in this article, as a way to get a point across in a reasonable short time is TED Talks which on average only last 18 minutes per video. 
The contents of the training would be made available on CCC’s intranet site alongside the ‘Dignity at Work’ policy and supporting information (CCC, no date).
In order to make the training memorable I would like there to be an element of immersive learning involved. By immersing themselves in virtual reality, it helps to stimulate the learner, helping them to remember more of what they have learnt. According to studies, ‘’when using immersive technology retention rates can reach an impressive 75%’’ (Growth Engineering, 2021). Another benefit of using immersive technology is to teach learners how to deal with difficult situations that will happen in reality in a safe environment. Through this, they will be more conscious of avoiding saying or doing the wrong thing if they needed to speak out against bullying and harassment in the workplace.
A few options could be facilitated in order to evaluate the effectiveness of the training. Firstly, the participants would be asked to submit anonymised online feedback forms on the day after the training event, as is the case for all CCC’s training. Another way to evaluate would be to use the ‘’360-degree appraisals’’ as discussed by Stewart and Cureton (2014, p. 114). During the appraisal process, held annually, questions are asked on what training an employee has done so far and which training they would like to be booked onto. I would advise that a mandatory question asked during an appraisal would be if the employee has undertaken the bullying and harassment training and if so, what feedback they could give to the trainers and designers of the training content. As appraisals are held annually managers are encouraged to have a 6-month review with members of their team to evaluate the progress that has been made thus far. I would ask that the same mandatory question is included in the review, in case some employees had missed the opportunity to undertake the training prior to the appraisal. 

9. Conclusion

The global pandemic has created a cultural shift in how employees view training as well as how training is given. With the evolution of technology in training, employers have been given the opportunity to ‘’develop the skills for the workforce of tomorrow’’ which will go a long way to ‘’future-proofing our organisations’’ (Holborow, 2022). 
One of the main reasons that training needs modifying is to ensure that its contents is relevant in closing potential skills gaps within the organisation. Reskilling and upskilling employees should be a priority amongst employers (Agrawal, et al. 2020).
Ensuring that employees feel equipped enough to deal with difficult situations within the workplace will make them feel empowered. 
Closely linked to that would be employee wellbeing, which needs to be at the core in the creation of training. When employee wellbeing is low this dramatically affects their productivity. Traditionally L&D training would focus on the needs of an employee to fulfil their contractual duties – by focusing on their wellbeing this will help build a ‘’productive relationship with the employer’’ (Miller, 2021). 

10. Recommendations

Based on this report the recommendations I would make to CCC on the creation and implementation of bullying and harassment training would be the following:

1. CCC need to understand what links work and wellbeing. By making employees aware that the employer takes their wellbeing seriously will create a thriving relationship between the two (CIPD, 2022). My recommendation therefore would be to emphasize this as part of the training, giving staff the confidence that should they call out bullying or harassment in the workplace that they will be taken seriously.

2. [bookmark: _GoBack]The use of immersive technology would completely change the dynamics of training within the authority. As things stand, CCC do not use immersive technology in training, so the potential to make it memorable so that information retention of the participants increase dramatically is certainly something I would like to put in place. 

3. Employee feedback is hugely important in analysing whether the purpose of a training event hits its mark. Training methods need to be ready to evolve, so by analysing what does and does not work from training will give the authority the tools in making sure the audience understands the message. I am of the opinion that CCC need to include that question in the appraisal in order that employees can give an honest answer on its contents to their line manager.
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Figure 2: SWOT analysis
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Figure 4: The Whole Brain Model:
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