This document includes a brief overview of learning and development and how you can develop knowledge to improve the workplace. 

AC 6.1 
L&D has always played a key role, but now even more so as regular news articles report on the ever-greater skill shortages facing organisations as they try to adapt to our rapidly changing world. (Waite et al., 2021)
Learning and Development activities are of benefit to Clean Quarter Ltd and the Sales Assistants because both the business and the employee are gaining from this. It is also important to note that as a startup business trying to recruit the right talent, being seen to support learning and development would help retain talent (particularly amongst younger workers.) By supporting younger workers with learning and development, you could play a crucial part throughout their career path, and you could also help them acquire new skills which many will hold onto for life. It is important to know that when helping young workers with learning and development, you could make a difference for your business, especially if you are paying national minimum wage. Supporting learning and development could also be seen to enhance communication amongst the team,, which effectively enhances organisational culture. Being proactive about creating a better workplace environment is great and would help overall when applying for an ‘Employer of Choice’ award. The cycle towards learning and development would be as follows… 
· The employee wants to learn/the employee was promised at the recruitment stage promotion/progression and to follow this path to enhance their career. 
· The employer sees this as a clever idea because if the employee wants to learn and develop their skills, this will then also benefit the business. 
· The employer supports learning and development whether this be a training course, online learning or supporting the employee gaining relevant qualifications (NVQ or equivalent). 
· The course is complete, and the employee has gained valuable skills to help progress themselves, which leads to the business succeeding. 
· The output is that both the employees have been able to establish their skillset, which also benefits the employer. 
AC 6.2 
One of the basic steps of preparing an effective learning and development policy is identifying knowledge and skill set gaps. The first learning need can be identified as upgrading skills due to a significant gap in employees’ knowledge and skills, which could enhance the business by putting additional support back into employees. A learning need may also arise from an organisation’s external and internal factors. For instance, a learning need may arise from the adoption of modern technology or IT software. Here, employers have no choice but to facilitate but to equip their employees with knowledge and skills to understand innovative technology. This could be done by putting on extra tutorials, e-learning modules or inhouse training. 
A learning need may also arise when employers want their employees to clearly follow the organisational goals. For instance, during the induction process, employees are taught about the organisation’s goals to ensure they understand what the organisation wants of them and how the organisation is potentially able to support that throughout their employment journey. By doing this, it is an effective way to motivate employees by talking about learning and development opportunities and potential career progression. 
AC 6.3 
When selecting effective learning and development initiatives, successful course developers consider learner preferences. Past and current research works have shown that learner preferences play a significant role in the success of any learning and development initiatives. One of the key reasons why learning and development initiatives should consider individual preferences is that different employees require and prefer-diverse types of training. This is because learning and development initiatives are affected by factors such as job complexity, job function or the deportment in which the employees work. It is also important to note that when selecting effective learning and development initiatives, to understand and consider the employees welfare and understanding. 
Facilitation – this is usually more of a ‘hands off’ approach. It is a way in which learners are to manage their own learning. This may also mean that the balance off help is off between the learner and the facilitator. 
Training – training is referred to all kinds of training activities. It is the passing on of knowledge from one person to another. Training can involve several learning or teaching methods, and this also may take some time and not just happen overnight. 
Coaching – coaching can come in many different forms, again this is not a quick fix and takes a few sessions for the learner to establish its knowledge and understanding. Coaching can be from online sessions, sports coaching, one to one coaching and in person coaching. Coaching is often taught to those who support throughout learning and development to offer support to the correct individuals. 
Mentoring – mentoring is a built relationship which is usually in a 1-1 setting. It takes time for the individual to build up trust and can often act as a beneficial support/guide. You can have many diverse types of mentoring such as group mentoring, peer mentoring and reverse mentoring. 
The idea behind the face-to-face model of blended learning is to use online resources to train and educate individuals who may require additional assistance on specific issues. Simultaneously, the mainstay of the teaching is conducted by the teacher presenting to the entire group. The other main aspect of the face-to-face model is that it will often be used to stretch high achievers beyond the teacher’s standard learning. (Joyner, 2021)
AC 6.4
When considering the design and delivery of learning and development initiatives, we must consider the individual learning needs more than anything. You must be seen to be acting as a fair employer and catering where required. 
Time and location flexibility – it is important to understand that everyone has unique needs with it comes to learning and development and if you are asking your employees to engage and learn to help benefit the company, then you must ensure that the time is suitable, flexible and suits the individual.  You must also cater for specific learning needs and think about the reality of outside learning life. 
Experience and skills level – when it comes to learning and development, it is important to note that not everyone may be on the same level in terms of learning and having ways around this could be helpful. Such as, diverse groups with different tutors to enhance their learning and that each learner is getting the best out of the session. 
AC 6.5 
Learning and development evaluations are vital checkpoints that ensure that training offered can fill the competency gap in each organisation. Another benefit of learning and development evaluation is that it improves accountability by ensuring training programmes comply with desired deliverables. Additionally, learning and development evaluation ensures training programs bolster cost-efficiency systems that, in turn, improve work quality. There are numerous ways that researchers can use to collect learning and development data necessary for evaluation.
The first and one of the most effective data collection methods used is “survey.” Specifically, surveys are physical and digital questionnaires that collect qualitative and quantitative data from diverse sources, such as customers and line managers and looking at speaking with learners. 
Furthermore, online tracking has also emerged as one of the most critical strategies to collect learning and development success. For instance, managers can track customers’ behaviours and comments to learn about the effectiveness of learning and development initiatives.
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