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[bookmark: _Toc151718722]Introduction

One of the critical aspects of organisational management is employee development. The employees within an organisation are vital for the success of an organisation as they carry out the activities that the organisation needs to be done to achieve the organisational objectives. Therefore, the ability of employees to carry out their assignments effectively determines the overall efficiency of the organisation (Armstrong and Taylor, 2019). Employee training and development has been the main method of improving employee capacity and competencies in organisations. This essay discusses the process of employee development at company X. Given the fact that company X is tasked with ensuring the health of people in England, it is important that the organisation engages in effective employee development strategies. This essay discusses the potential benefits that e-learning will have on the individual employees at company X, and the organisation as a whole. Subsequently, the essay discusses the relevant theories that demonstrate the importance of training and development at company X. Finally, the essay discusses the model of training applied at company X.    
[bookmark: _Toc151718723]The potential benefits e-learning to individual employees
· [bookmark: _Toc151718724]On-demand access to learning content
	The process of e-learning takes place using electronic devices that store the information used in the learning process including the course contents such as notes, videos, and articles. This makes it easy for the employees engaged in the learning process to be able to access the learning materials on demand, which is advantageous as it gives the employees the ability to learn whenever they want (Jokic et al., 2012). At company X, the ability of employees to access the learning content on demand is advantageous to the individual employees as it gives them the freedom to concentrate on their assignments with the organisation and continue with the learning process when they are free to focus on the learning materials.   
· [bookmark: _Toc151718725]Improves work-life balance.
	A work-life balance is important for individual employees in an organisation as it enables them to avoid the burnout that comes with working more than one rests (Brough et al., 2020). E-learning has the benefit of giving employees the ability to balance their work lives and their personal lives in a healthy manner. The benefit is enabled by the fact that e-learning provides employees with the ability to learn at their time and place of choosing (Jokic et al., 2012). As a result, they can schedule their learning processes to be in line with their personal schedules hence improving their work-life balance. At company X, the benefit that e-learning will afford the employees will go a long way in improving their performance as it will enable them to have enough resting time when they take their classes at the comfort of their homes.  
· [bookmark: _Toc151718726]Reduced cost of learning
	The process of e-learning cuts several costs that were traditionally associated with traditional learning processes. For example, e-learning eliminates the cost of transport where the students have to move from their homes to the designated place of learning. Additionally, e-learning reduces the cost on learning materials such as physical books (Nisar, 2014). Employees benefit from e-learning in terms of the cost they incur to gain knowledge as they achieve educational goals at a cheaper price. At company X, the employees will benefit from the reduced cost of e-learning as this will enable them to save more of their financial resources or direct them to other important expenses.   
· [bookmark: _Toc151718727]Self-paced learning
	One of the main benefits of e-learning to employees is the fact that the process allows them to learn at the pace they deem fit. Different learners possess different learning abilities that enable them to learn at different paces (Bee and Bee, 2004). In a traditional learning set-up, learners are subject to a uniform learning pace, which disadvantages the slow learners. However, e-learning allows the employees that take longer to learn the ability to learn at their own pace and absorb the information well. Moreover, the fact that employees can learn at different individual paces is beneficial to them as they have different personal schedules (Chen, 2008). Employees with more commitments in their personal lives, such as parents, can still learn when they have the time to focus on the learning materials. The benefit of self-paced learning that e-learning has on individual employees will be crucial for the employees at company X as it will enable them to participate in effective learning irrespective of the time constraints they have in their personal lives.   
· [bookmark: _Toc151718728]Reduces learning time.
	E-learning has the benefit of making the learning process shorter for individual employees. This follows from the fact that employees can access the learning materials whenever they have the time, as opposed to waiting for the scheduled class time in a traditional learning set-up. Employees can learn at a faster pace when they choose to do so and when their schedules allow them (Sambrook, 2013). Employees can, therefore, learn the information that the organisation supplies to them through e-learning at a faster pace, hence saving time for other personal and professional commitments. 
[bookmark: _Toc151718729]The potential benefits e-learning to the organisation
· [bookmark: _Toc151718730]Efficiency
	Efficiency in an organisation refers to a positive ration of resources used to complete a particular process and the output of the process in question. Efficient organisations spend as little resources as possible to achieve the maximum output (Armstrong, 2009). E-learning benefits organisation by increasing their efficiency in training and development programs as it reduces the resources that an organisation ought to spend in the same process. Applying e-learning will enable company X to experience great efficiency in training and development programs as it will reduce the amount of resources it deploys and achieve increased output of employees developing from the e-learning processes.    
· [bookmark: _Toc151718731]Scalability
	The process of training and development can be challenging to organisations with large numbers of employees (Maund, 2001). E-learning has the benefit of enabling such organisations to train and develop their employees as it can be used to simultaneously train large numbers of employees. Since employees do not have to be in the same room during e-learning processes, they can be supplied with the learning materials through the organisation’s platform of choice, which allows for the inclusion of large numbers of employees (Maritim and Getuno, 2018). The X organisation will benefit from this feature of e-learning as it will be in a position to conduct learning for as many employees as it deems necessary.
· [bookmark: _Toc151718732]Reduced cost
	Training and development are often costly processes for organisations (Leatherbarrow and Fletcher, 2014). However, e-learning has the benefit of reducing the cost that an organisation incurs to develop its employees. E-learning cuts the cost of time and money that the organisation would spend in organizing and facilitating traditional learning processes (Yusuf and Al-Banawi, 2013). In a traditional learning process, the organisation has to pay more trainers and spend more time on the employees. However, e-learning can be conducted by the least number of trainers possible and requires minimal time commitment on the organisation’s part. The benefit of reduced costs will be of help to company X as the organisation operates on a tight budget that it has to spend efficiently.
· [bookmark: _Toc151718733]Eliminates geographical barriers to learning.
	Most organisations have employees in different geographical areas. Therefore, the process of training and developing them using traditional learning methods is impeded by their unavailability. With e-learning, the geographical barriers are eliminated by the fact that the electronic means used in the e-learning process make learning from distant geographical areas possible (Yusuf and Al-Banawi, 2013). The elimination of geographical barriers will benefit company X in its training and development processes as it has employees across England. Through e-learning company X can train and develop its employees as they continue working in different parts of the country. 
· [bookmark: _Toc151718734]Solves the problem of forgetting curves.
	The problem of forgetting curve in learning involves learners forgetting most of what they have been taught after a short time. In traditional learning methods such as lectures in physical classes, learners often forget the information supplied to them by the tutors (Averell and Heathcote, 2011). The problem affects organisations as it makes the training and development processes ineffective. E-learning benefit organisations by increasing the rate at which employees retain the information from the learning materials (Derouin et al., 2015). The retention of information takes place as students have constant access to the learning materials. Consequently, the training and development process becomes more effective, which makes the organisation achieve its training and development goals.  
· [bookmark: _Toc151718735]Reduces carbon-footprint.
	Modern day organisations operate in an environment where they have to consider their carbon-footprints in order to participate in addressing the problem of global warming (Contreras-Taica et al., 2022). E-learning helps organisations reduce their carbon footprints as it makes unnecessary most of the activities that come with traditional learning and development processes. For example, e-learning saves organisations the carbon emissions from the train, bus, air, and road travels that they would undertake in traditional learning (Contreras-Taica et al., 2022). Moreover, lack of physical classes in e-learning enables organisations to use less energy for heating and cooling venues. Finally, e-learning does not require physical learning materials, which helps organisations reduce their generation of plastic and paper waste materials (Contreras-Taica et al., 2022).
[bookmark: _Toc151718736]The Goal-Setting Theory
	The goal setting theory of training and development was developed by Edwin Locke, who suggested that the existence of specific and challenging goals directly affects the performance of employees in a training and development program (Lunenburg, 2011). According to the theory, training processes that do not specify the goals that employees ought to achieve are ineffective, and vice versa (Lunenburg, 2011). The theory has at its center the setting of specific and challenging goals, which aligns with the importance of training and development. The employees at company X carry out tasks that have the unified goal of improving the health and wellbeing of the people of England (N.H.S., 2016). Therefore, it is important that the employees in the organisation have the capacity to carry out their assignments. Training and development programs at the organisation are vital as they enable the employees to improve their competence and performance levels. By structuring the training and development processes such that they specify the goals that each employee should achieve, the organisation increases the probability that the employees will absorb the information effectively and improve their competencies. 
For company X, effective training and development is important as it will enable the organisation to provide care services that improve overall health outcomes across the country. In addition, effective training and development is important as it will enable employees to be efficient with resources. company X has recently been operating on a budget that has been described as inefficient given the service user demands that the organisation is supposed to satisfy (Dunn et al., 2016). Therefore, setting specific goals during training and development, as advocated by the theory, will increase the effectiveness of the development process, which will enable employees in the organisation to be efficient with their use of resources. Finally, training and development is important for company X as it reduces medication errors that the healthcare workers at the organisation make. An effective training process that is based on the principle of goal setting will develop employees to be competent enough and reduce the medication errors they make when working with patients.         
[bookmark: _Toc151718737]Model of training and development 
Company X organisation has a model of training and development that it uses to train its employees. The model is named the PDSA model as it includes the four steps of Plan, Do, Study, And Act (McGowan and Reid, 2018). The model is suitable for the organisation as it provides it with a framework that facilitates the processes of developing, testing, and implanting steps that lead to the improvement of the employee performances (McGowan and Reid, 2018). 
· [bookmark: _Toc151718738]Plan 
In the first step of planning, the organisation establishes the specific goals it sets out to achieve through the training and development process. The training and development teams are required to set SMART goals that can be evaluated at the end of the training process. Secondly, the planning steps set out the specific ideas and procedures that the training process will introduce to the target employees. Thirdly, the organisation plans for the alignment of the training goals with the organisational goals of improving the wellbeing and health of the people of England.  
· [bookmark: _Toc151718739]Do 
	In the second step, the model guides the organisation to carry out the actual training activities. In this step, the organisation executes the plan by implementing the training processes for the target employees. The implementers of the changes follow the plan by addressing the deficiencies identified in the plan and working toward the set goals.
· [bookmark: _Toc151718740]Study
	The third phase of the model guides the organisation to evaluate the impact of the training process. In this step, the people tasked with overseeing the changes measure the impact of the training and development process against the measurable outcomes set in the planning process. This is done by collecting data on the targeted outcomes and determining whether the achieved outcomes meet the standards set by the training goals.  
· [bookmark: _Toc151718741]Act 
	In the final step, the model guides the organisation to gather information that will enable it to plan for the next training cycle, and plan for the same. The PDSA model is cyclical as the organisation appreciates the fact that employees can always improve by learning more information. In this phase, the organisation seeks to understand the reasons behind the degree of success or failure of the ending training program. Having understood the reasons, the implementers of the training process write recommendations of how the next training process should be improved. 









[bookmark: _Toc151718742]Conclusion
	
Training and development of employees has emerged as a vital process for the organisation. The report has shown that training employees at company X through e-learning has important benefit to the individual employees at the organisation such as improving their work-life balance, enabling self-paced learning, reducing learning time, and reducing the cost of learning for employees. In addition, the report has demonstrated that the company X stands to benefit from e-learning as the process will increase efficiency in training and development programs, reduce the cost the organisation incurs to carry out training, help the organisation reduce its carbon-footprint, and eliminate the geographical barriers that hinder traditional learning processes. Through the Goal-Setting Theory of learning and development, the report has shown that training and development is important to company X as it increases the capacity and competency of its healthcare workers. As a result, the report has shown, the organisation will be able to achieve its overall outcomes. The report has further shown the suitability of the model of training and development at company X. The four steps that comprise the model enable the organisation to maximize the effectiveness of its training and development programs by enabling it to plan, execute, and learn from the training program.
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