






Learning is defined as:
[bookmark: _Hlk103203353]“The action of receiving instruction or acquiring knowledge”
(OED, 2013, http://www.oed.com/)
• 





Executive Summary 
This report will identify a learning need that has emerged in Wall Colmonoy as a result of internal and external changes. A SWOT and PESTLE analysis has been used to identify internal and external factors which had caused disruption to both Wall Colmonoy and the wider manufacturing industry. 
An evaluation of contemporary learning methods  and emerging trends within Learning and Development has been analysed, along with the appropriateness of these in meeting the identified learning need - Training for Return to Works which incorporate impacts of Covid-19 and RTW’s being carried out through virtual meetings. 
Detailed recommendations have been made for the training and supporting learning resources which would meet the learning need identified. This includes a detailed action plan and evaluation model. 
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[bookmark: _Toc103341559]1.Introduction

The CIPD (2022, https://peopleprofession.cipd.org/profession-map/specialist-knowledge/learning-development) defines Learning and Development as an organisation “ensuring workers have the knowledge, skills and experience to fulfil individual and organisational needs and ambitions”.
Clear identification of current and future training needs is crucial, with assessment of the current business climate and external environment fundamental to identify learning and development needs (Gatty, 2014; CIPD, 2021f). Exploration of internal and external factors through a SWOT and PESTLE analysis alongside analysing learning models and styles will help Wall Colmonoy’s knowledge base, and help refine training needs and ensure effective learning (Gatty, 2014). 
Employees are a valuable asset and it is vital to equip them with knowledge and skills required to stay at the forefront of organisational change (Gatty, 2014; Economic Times, 2021). Learning and Development can be seen as a tick-box exercise but alignment with internal and external drivers can deter this, along with managers recognising the value of training (Caine, 2022) – But it isn’t simple and in Wall Colmonoy’s case it would be changing the culture of ‘The way we do things around here’ (Balogun and Johnson, 2004).
Fundamentally learning is a change of capability of behaviours as a result of retaining information but as employees only retain and utilise information that is significant to them (Shackleton Jones, 2019, p2-4), Wall Colmonoy simply providing training isn’t enough. Learning activities which aren’t followed-up, relevant or reiterated is not just a barrier to learning, it is a waste of financial resources (Caine, 2022). 
2. Literature Review 
This Literature review considers internal and external factors impacting Learning and Development at Wall Colmonoy (WCL) and analysis’s models and learning styles to help focus training. 
[bookmark: _Toc103341560]2.1 Internal Factors impacting Learning and Development at Wall Colmonoy (WCL)
A SWOT analysis identifies Strengths, Weaknesses, Opportunities and Threats to an organisation (CIPD,2020b). Appendix 1 is a SWOT analysis of Wall Colmonoy (WCL) and includes specific Learning and Development analysis. 
2.1.1.Covid-19
Covid-19 had a huge impact on Learning and Development at WCL, approximately 70% of WCL’s workforce are production focused and not office based (Wall Colmonoy, 2022a), so whilst the pandemic has resulted in a shift to digital learning (CIPD, 2021c), this switch couldn’t take place at WCL. 
Further limitations (room restrictions, segregation of staff and unavailable in-person training) resulted in a lot of non-mandatory training put on hold indefinitely. 
2.1.2.  Organisational Culture
Culture can be described as workplace behaviours, values, perspectives and how decisions are made and distributed (CIPD, 2020a).
Balogun and Johnson (2004) notes an organisational culture can be ‘The way we do things around here’ and this can cause problems when trying to innovate and develop learning and development activities. This is the case at WCL.
There is a struggle at WCL to get managers to recognise the value of training (Caine, 2022) and move away from learning and development being seen as a ‘Tick box’ exercise. Currently focus is placed on completion of training and not analysing capabilities post training or employees initial need. There is currently a disengagement with learning activities at WCL with some longer term employees/ managers entrenching their ideas onto younger employees. 
2.1.2. No specialist Learning and Development Team
WCL doesn’t have a specialised Learning and Development team, instead learning activities are seen as a joint enterprise primarily between HR and H&S. H&S focus on the mandatory training, whereas HR focus on non-mandatory developmental courses. Without a specialised Learning and Development team fundamental courses which could aid organisational agility or increase performance needs (CIPD, 2021f) may be overlooked. Evaluation of training is also difficult with no specialised team having the time and focus to analyse effectiveness of the training (Gatty, 2014).

2.1.3. Training Budget
WCL has an overall training budget set out at the start of the financial year which is for mandatory and non-mandatory training, ultimately the more mandatory training required during the financial year due to renewals or new starter training requirements impacts the non-mandatory training budget. 
[bookmark: _Toc103341561]2.2 External Factors 
A PESTLE analysis allows an organisation to examine key external factors to minimise impacts and encourage strategic thinking (PESTLE Analysis, 2022; CIPD, 2021a). 
Appendix 2 is a PESTLE analysis of significant external factors impacting Wall Colmonoy and the wider manufacturing industry. Nevertheless change and disruption isn’t always detrimental but can provide an opportunity for growth, Gompertz (2015, p81) notes that “Often big ideas comes in the form of disruption”. 
2.2.1. Covid-19
COVID-19 was a catalyst for a change of behaviours and the working environment (CIPD, 2021d). 
COVID-19 resulted in a high increase in homeworking (CIPD, 2020d). The ONS (2020) noted that 46.6% of people worked from home in April 2020, with 86% introducing homeworking as a result of the pandemic (CIPD, 2021d). 
COVID-19 and homeworking lead to greater utilisation of technology (CIPD, 2020d),  including for learning and development training, particularly when digital learning can have far reaching scope (Pugh et al. 2021).
2.2.2 Utilisation of Technology
Throughout the Covid-19 pandemic technology enabled the maintenance of operations, connected teams, helped collaboration and allowed organisations to support workers (CIPD, 2020a; CIPD, 2020b). To work effectively there was a new reliance on technology with access to cloud and web based software (CIPD, 2020b)– Including at WCL.  
However, whilst technology was utilised and implemented what could be deemed ‘overnight’, training didn’t catch up and wasn’t in a position to cope with the technological changes at WCL. 
2.2.3 Cultural Change 
The number of people working from home changed as a result of the Covid-19 pandemic, the percentage of people homeworking pre-covid-19 was 24% upping to 61% during the pandemic (CIPD, 2020b). This change in the working environment  caused individuals to re-evaluate their working practices and change the future landscape of work (CIPD, 2020b). 
The ‘new normal’ is now at WCL, with WCL implementing hybrid working to attract and retain employees (Blake, 2022). 
2.2.4 UK Labour Market  
Currently the UK is facing the tightest labour market in decades, which could impact WCL attracting the right people and retaining current  skillsets (Blake, 2022). 
Whilst hybrid working has been implemented at WCL also fostering a learning environment can help drive employee engagement and increase employee retention (CIPD, 2021f). 
Investment in training can increase motivation, retention and productivity - Ensuring the right skills are kept within WCL and production is enhanced - increasing WCL agility (Caine, 2022).
2.3 [bookmark: _Toc103341562]Learning Need identified: Return To Work Interviews  (RTW’s)
Covid-19 has had a substantial impact on the external environment and it has demonstrated that working practices can adapt, at Wall Colmonoy 30% of employees moved to a hybrid working model (Wall Colmonoy, 2022a). A learning need has now become apparent. 
[bookmark: _Hlk103338615]There was an average of 24 RTW’s due each month between January – April 2022 (Wall Colmonoy, 2022b) of those on average a third were hybrid workers and whose RTW’s were either delayed or not carried out in a sufficient way due to them working from home, with further concerns on the completion of RTW’s which took place face-to-face. With the ‘new normal’ it is now important to ensure training for RTW’s which could involve impacts of Covid-19 (Long Covid) and RTW’s taking place through virtual meetings. 
There would be RTW training for all managers and supervisors on identifying impacts of Covid-19 and recognising ‘signs’ of Long Covid. The ONS estimates 1.3 million people in the UK have Long Covid (BBC, 2022), with over 2,400 of those people diagnosed living in Wales as of January 2022 (Morgan, 2022).  However, some managers would also need additional and specific training on carrying out RTW’s in virtual meetings on time and sufficiently. 
Whilst technology is offering an environment through line managers can continue to foster good working relationships (CIPD, 2020b), training should be given to managers to deal with the new working environment which differs from face-to-face meetings (CIPD, 2020b).
[bookmark: _Toc103341563]3. Individual and Collective learning  
Research is fundamental to advancing knowledge of how people learn (CIPD, 2021e) and as stated by Gompertz (2015, p66) “Collaboration can lead to unexpected, or otherwise unobtainable, discoveries”.
[bookmark: _Hlk103114832]Organisational Learning
The Economic Times (2021) defines organisational learning as collective learning which helps an organisation achieve its goals and increase overall performance. Organisations with a strong learning structure are more likely to bring different stakeholders together to help support learning (CIPD, 2020c).
Individual Learning
The Economic Times (2021) states that individual learning is when an individual gains knowledge or acquires new skills. Individual learning needs to take place in a supportive environment where they can put their learning into practice. (CIPD, 2020c). 
[bookmark: _Toc103341564]3.1 Barriers to learning
3.1.1 Deficient Company Support 
Failure to support training can create a barrier to learning, company and/or management ideals that deem training or education to be an inconvenience can be projected onto employees (Lohrey, 2017). WCL need to help managers recognise the value of regular training and the positive long-term impact of training (Caine, 2022). 
Ideas of ‘tick box exercise’ training could inadvertently reinforce inappropriate values and behaviours towards training and making them the base of management practices (Denison, 1990). An environment which inhibits learning, collaboration and no follow-up can inhibit and create a barrier to learning (Lohrey, 2017; Caine, 2022). 
3.1.2 Focus on Training and not Learning
Majority of ‘tick-box’ training is delivered in presentation format, however, this process fails to consider that people learn differently (Caine, 2022). One form of resource can be ineffective and means that while information is presented it doesn’t mean it is learnt (Lohrey, 2017). Different types of resources along with clear accessibility for all learning types is crucial (Caine, 2022). WCL hope that utilising different resources and training formats will cement the RTW training with Managers and Supervisors. 
Pugh et al. (2021) stated that there is a place for all types of learning from digital, in person and blended, however the type used would need to be context specific. 
All training should be delivered in bite-size chunks over a sustained period, with there being time for learning to be put into practice and absorbed (Caine, 2022). As noted previously, WCL had an average of 24 RTW’s in 2022 (Wall Colmonoy, 2022b) and of those on average a third were hybrid workers, this would allow training to be utilised and reinforced, with resources helping the absorption of information. 
3.1.3 Personal Barriers  
An individual’s personal circumstances can be a barrier to learning, these can include practical barriers like family responsibilities, age, time or emotional barriers like low confidence, self-esteem and negative learning experiences (TUC, 2020). 
Approximately 1.5 million people in the UK have some form of learning disability, a focus should be paid to any learning difficulties as this can affect people in understanding or communicating information  (TUC, 2020). 
[bookmark: _Toc103341565]4. Learning Models
Theories and models give organisations an opportunity to improve learning effectiveness and understand individual and collective learning needs (CIPD, 2021e). 
There are two models that could be beneficial for WCL and help learning activities to be encouraged (Shackleton -Jones, 2019, p146). 
Design Thinking helps challenge assumptions, redefine problems and create solutions to test (Interaction Design Foundation, 2019). Design Thinking has five stages, which is similar to the 5Di Learning model (Interaction Design Foundation, 2019; Shackleton-Jones, 2019, p149). 
Whilst Design Thinking or the 5Di Learning Design Model would be a beneficial to WCL, the 5Di model is a user-centred learning process (Ryan, 2021), which would be the best ‘fit’ for WCL. 
[bookmark: _Toc103341566]4.1 The 5Di Learning Design Model 
The 5Di model is focused on developing experiences and resources which can support performance, learning and development (Ryan, 2021). The user centred model has 6 stages, with the last stage ‘Iterate’, there to monitor outcomes and help continuous improvement (Ryan, 2021). 
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[bookmark: _Toc103341567]Figure 1: The 5Di Learning Design Model (Shackleton-Jones, 2019, pp149)
The 5Di Learning Design Model outlines 5 stages (Shackleton-Jones, 2019, pp149): 
Define – Discover – Design – Develop – Deploy
At WCL a learning need has been identified for RTW’s.  With the ‘new normal’ it is now important to ensure training for RTW’s which could involve impacts of Covid-19 (Long Covid) and RTW’s taking place through virtual meetings.
The table below is each stage of the 5Di Learning Design model, alongside how this would be translated for RTW training at WCL.
	5DI Learning Model Stage
	Definition of Stage
(Shackleton-Jones, 2019, pp180; Ryan, 2021)
	Relevance to WCL’s RTW Learning need

	DEFINE
	Defined learning outlined in measurable terms. 
(inclusive of measurable performance outcomes)
	Virtual Meetings: Complete RTW’s on first day of return with detailed notes.

Identification of any Covid-19 long term impacts, which could involve Long Covid. 

	DISCOVER 
	Uncover concerns, challenges and tasks that are driving learning need. Refine understanding of learning need and behaviours.
	RTW’s being substandard (lacking detail) and/or delayed due to hybrid working.
 
Current RTW document only available in PDF format. 

	DESIGN
	Identify resources / teaching that will address concern and challenges of learning need. 

Design new concerns and capabilities 
	1-2 Hour interactive training session to present PowerPoint and RTW document section by section (Opportunity to coach/ share experiences).

Handout to participants to help with the completion of RTW’s. 

A Microsoft Word RTW document set up in a central folder. 

	DEVELOP
	Split the project into work streams and develop a minimum viable product (MVP). Get feedback and refine design accordingly. 
	Interactive PowerPoint created and critiqued/ refined. 

Handout created and critiqued/ refined.
 
*Resources as important as training

	DEPLOY 
	Communication to stakeholders for awareness. 
Ensure content is easy to access so it can be used.
	Training sessions set up for different management levels. 

Handout and Microsoft Word RTW document set up in a central folder for ease of access. This will allow the completion of the RTW online. 

	ITERATE 
	Use feedback and monitor outcomes to gradually improve the usefulness of content and ease of access. Continuous improvement.


[bookmark: _Toc103341568]Table 1: The 5Di Learning Design Model and WCL’s  TRANSLATION OF MODEL FOR THE RTW learning need (Shackleton-Jones, 2019, pp149)

Shackleton-Jones (2019, p2-4) state that organisations are sceptical of the value of learning activities can bring, particularly as employee learning doesn’t solely come from classroom or digital teaching. 
The concept of utilising the 5Di model for RTW Learning needs at WCL will provide a short initial classroom based training with relevant resources to help further learning whilst undertaking the task itself (Shackleton-Jones, 2019, p69). 
Appendix 9.3 – RTW Training plan will outline the breakdown of training.
5. Learning Styles 
A learning style is defined as an individual’s preferred way to absorb, process, understand, and retain information (Di Lanzo, 2021). Learning Styles define individuals by how they learn, this is based on individual strengths, motivations and personal preferences (Mind Tools, 2022). 
There has been some criticism of learning style theories with a study finding little difference in learning outcome variation based on learning preference, it also noted that no individual has a fixed learning style and their style will be different in different situations and could change over time (Mind Tools, 2022).
Ultimately, a learner is deemed a biased source and their thoughts aren’t evidentiary. 
[bookmark: _Toc103341569]5.1 Gardeners Theory of Multiple Intelligences
Gardener proposed eight distinct ‘intelligences’ (Shackleton-Jones, 2019, p140) shown below in Figure 1. With each intelligence having strengths and characteristics associated with them (Shackleton-Jones, 2019, p140). 
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[bookmark: _Toc103341570]Figure 2: Gardeners Theory of Multiple Intelligences (Gardener, 2000)

Gardeners theory of multiple intelligences represents different intellectual abilities and  indicates how individuals approach a range of tasks (Edutopia, 2013; Gardener, 2000). Hopefully the use of different training methods for the RTW learning need – Handout, coaching, scenario sharing and PowerPoint in a classroom environment will help individuals carrying out RTW interviews. 
Management team continuing to undertake RTW’s will also continue the training process as employees retain and utilise relevant information (Shackleton Jones, 2019, p2-4). Resources will be as important as courses. 
6. Technology within Learning and Development 
Corporate learning has previously mimicked the education process and been focused on knowledge storing and tests (Shackleton-Jones, 2019, p69), however the world of Learning and Development has now changed with a focus on technology advancing techniques. 
[bookmark: _Toc103341571]6.1 Gamification
Gamification is game mechanisms used to drive engagement in non-gaming scenarios (Cabrera, 2019; Pandey, 2015). Gamification uses elements of gaming to keep participants engaged, focused and participative through competition, design and transparency (Pandey, 2015; Cabrera, 2019). Incorporation of learning objectives into training programmes is critical.  
Gamification can be engaging, versatile and immersive which can translates to higher completion rates of training, including recall and retention of learning through reinforcement (Pandey, 2015). Instant feedback also provides learners with an indication on how they are faring against learning goals (Pandey, 2015).
There are still ongoing questions about ROI (Return On Investment) and ROE (Return On Expectation), yet 80% of learners claimed learning through gamification was more productive (Pandey, 2015). 
[bookmark: _Hlk103202955]Gamification wouldn’t be suitable for the RTW learning need at WCL, the ROI wouldn’t be beneficial.
6.2 E- Learning and Online Training
Electronic or E-Learning refers to learning through digital resources delivered electronically. Typically e-learning is conducted on the internet where materials can be assessed any place or time (Tamm, 2020). Organisations use E-Learning to boost employees skills and knowledge while cutting down costs usually associated with employee training. Companies whose successfully utilised E-learning are Shell, PayPal and Toyota (Tamm, 2020). 
Online training which could include seminars have increased dramatically since the Covid-19 pandemic, it has allowed individuals to attend training session and removed the need to travel, it has also allowed networking of individuals nationwide (CIPD, 2021d). 
Online or E-Learning wouldn’t be suitable for the RTW learning need, it would be a generic course which participant would not engage with. 
6.3 Social Learning 
Learning and Development is moving from solely offering formal training to embrace ‘social learning’ (CIPD, 2021g). 
Social learning can be a better option than less interactive formats (Shackleton-Jones, 2019, p68), this could include face-to-face training or taking part in break out rooms. 
Social /collaborative learning can be utilised for the identified RTW training need, with shared experiences helping inform training and create engagement between attendees. WCL’s RTW training would have a phased roll-out, with the same management level taking the training together to encourage sharing and collaboration.  
7. Evaluating Learning
Learning evaluation covers the impact of learning activities, how knowledge is transferred, engagement of employees, managers and the organisation (CIPD, 2021g).
Measuring how successful a learning and development activity has been cannot be judged by a simple end of course questionnaire, quiz or survey but agreement of success criteria (CIPD, 2021g)
Wall Colmonoy currently has a standard questionnaire which is issued after all mandatory and non-mandatory and what is described by the CIPD (2021g) as a ‘traditional happy sheet’ whereby people are asked to rate set parameters including the tutor, course material, course relevance, location etc. 
WCL can measure the effectiveness of learning and development activities through pre-determined and identified parameters. This could include transference of new skills into the original work area, engagement by all stakeholders or achieved performance targets (CIPD, 2021g).
[bookmark: _Toc103341572]7.1 The Kirkpatrick Model
The Kirkpatrick Model was published in the 1950s and outlines four levels for evaluating learning activities (CIPD, 2021g): 	
· Level 1 - Reactions – Initial reaction to training 
· Level 2 - Learnings – Learning and facts absorbed
· Level 3 - Behaviour – Using job based learning 
· Level 4 - Results – increased efficiency, reduction of costs 

Kirkpatrick’s model is influential today and would be the best model to help evaluate the impact of the learning activities related to the RTW learning need.  
Kirkpatrick’s model does focus on ‘Reactions’, however, this is where WCL is currently with the evaluation of learning. While ‘Learnings’ is memorisation and not necessarily  learning, some elements require facts to be absorbed (Shackleton-Jones, 2019, pp174-176).  ‘Behaviour’ and ‘Results’ are meaningful and measurable and could easily be measured on a monthly basis through KPI RTW Summary Data (Wall Colmonoy, 2022b). 
The Kirkpatrick Model would give feedback to WCL which is deeper than the usual ‘Happy Sheet’ evaluation and would help analysis the resources and guidance used during the training process to allow individuals to reach a higher standard (Shackleton-Jones, 2019, pp174-176).
[bookmark: _Toc103341573]7. Conclusion
A simple definition of learning is “The action of receiving instruction or acquiring knowledge” (OED, 2013, http://www.oed.com/). Fundamentally, learning is change of capability and behaviours as a result of retaining information.
Clear identification of current and future training needs is crucial, with assessment of the current business climate and external environment fundamental to identifying learning and development needs (Gatty, 2014; CIPD, 2021f). Exploration of internal and external factors through a SWOT and PESTLE analysis alongside analysing learning models and styles will help WCL’s knowledge base, and help refine training needs and ensure effective learning (Gatty, 2014).
Covid-19 has had a substantial impact on the internal and external environment of WCL and while it has demonstrated that working practices can adapt - at WCL 30% of employees moved to a hybrid working model (Wall Colmonoy, 2022a). Hybrid workers RTW’s were either delayed or not carried out in a sufficient way due to them working from home. With the ‘new normal’ it is now important to ensure training for RTW’s which could involve impacts of Covid-19 (Long Covid) and RTW’s taking place through virtual meetings.
The 5Di model by Shackleton-Jones will be used to ensure training is succinct and there will be sufficient resources to help support the initial training outcomes. 
While the world of Learning and Development has now changed with a focus on technology advancing techniques in the area. E- learning and Gamification wouldn’t be suitable or cost effective for WCL and instead the use of social or collaboration learning would be better suited to WCL. This type of training along with the use of PowerPoint during the training session and handout afterwards would be the best ‘fit’ for WCL.
WCL use the Kirkpatrick model for both initial ‘Reactions’ and deeper course evaluation.  
[bookmark: _Toc103341574]8. Recommendations
Recommendations from this report will fulfil the identified learning need of RTW training.
· Create RTW Handout - Utilising the Shackleton-Jones 5Di model - Creation of a handout with considerations and suggestions to help with the completion of RTW’s (inclusive of Long Covid advise). 
· Create a RTW PowerPoint -  The RTW PowerPoint will support the social learning training session and provide visual and KPI data. PowerPoint to be backbone to social learning and provide prompts.
· Review and refine the handout and PowerPoint  - This will take place prior to the RTW training sessions outlined in the action plan (Appendix 9.3). Resources as important as courses/ training. 
· Upload a Microsoft Word RTW document alongside the handout in a central folder – This will help the ease of access and provide support to managers. The Microsoft Word document will allow the completion of the RTW document online, so it can signed and shared online between managers and employee. 
· Phased roll-out of the RTW training sessions - 1-2 Hour social and collaborative training sessions to take place. Training sessions to be set up for different management levels. 
· Evaluate RTW Training - Evaluate using stage 1 of the Kirkpatrick model – Reactions and follow up by analysing outcomes of the RTW training from using KPI Monthly data (Shackleton-Jones, 2019, p180) . 
· Monitor Outcomes and KPI Data - Following the 5Di model, monitor outcomes and help continuous improvement (Ryan, 2021). Further training requirements may arise. 











9. Appendices
[bookmark: _Toc103341575]9. 1 SWOT Analysis

	Internal Factors

	STRENGTHS
	WEAKNESSES

	
· Strong Brand Strength 
· Strong varied customer base 
· High quality of products and services 
· Wide range of products 
· Strong Industry knowledge (Wall Colmonoy established in 1938) 
· Unique patented technology
· Strong Management Team
· Multilingual customer service team
	
· Outdated equipment / software 
· Domestic Market is relatively small
· Budget constraints 
· Workforce culturally adverse to change 
· Reactive than proactive 
· No Learning & Development team

	External Factors

	OPPORTUNITIES
	THREATS

	
· New sector opportunities 
· New product development
· Financial stability – Acquisitions a possibility. 
· Developing a L&D team
· Technological developments – Particularly in recruitment and learning and development 


	
· COVID-19 Pandemic
· Tight Labour Market – Struggle to recruit positions and could lose talent.
· No focused L&D department / team Large number of competitors globally – fight for market share
· Dependence on exchange rates for raw materials and product pricing 
· External factors (PESTLE)
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[bookmark: _Toc103341576]9. 2 PESTLE Analysis
	
	External Factors
	Factors affected within Manufacturing industry 
	Importance to WCL

	POLITICAL 
	Political Stability 
Russian – Ukraine War




Trade regulation changes/ Agreements

Political relationships between countries 

Industrial Safety Regulations

	Brexit – Leaving the EU has caused issues with shipping of goods to the EU. 
Russia invading Ukraine has caused instability in the region, this has had an impact on materials coming from Ukraine, including Nickel which is fundamental to WCL.

Trade regulations changes have meant additional paperwork for shipping goods globally. 

Shipping to different customers worldwide means changes in political relationships can have a big impact on sales. 

Updates in industrial regulations need to be reviewed to remain compliant on a national and local basis. 
	High 

 



High


Medium 



Medium

	ECONOMIC
	Globalisation 


Exchange Rates


Taxation Changes

Economic Growth/ Decline
COVID-19 Pandemic


Inflation Rates &Interest Rates 
	Globalisation has increased trade worldwide, with the countries becoming interdependent on each other. 

Exchange rates are volatile. Impacting goods sales (Profit margins) and also raw material purchase. 

Increase in Tax on the shipment of goods. 

Uncertainty in UK markets due to Brexit (UK leaving the EU). Covid-19 pandemic also having an ongoing impact.

Interest and inflation hikes in basic essentials e.g. electricity, gas and insurances . 
	High 


High 


Medium 

High


Medium

	SOCIAL
	COVID-19 Pandemic lifestyle changes / Culture changes (New behaviours)

Skills levels of populations
Tight Labour Market 

Mobility of people
 

Age demographics 
	COVID-19 has changed mindsets in the way people want to work, e.g. Working from Home and Work-life balance. 


Reduced skill set in sector, means a must tighter labour market. 

Mobility of people and movement for work has been seen. This is due to the impact from globalisation.

Deficit in Workers - Too many jobs and not enough workers. 
	Medium



High – Niche skill set at Wall Colmonoy. 

Medium


Medium 

	TECHNOLOGY
	Globalisation 


Robotics
Artificial Intelligence 


Communication / Training software


Social Networking 




Security 
	Increase in technology has made the world more interdependent. 

Robotics and AI moving into the manufacturing sector, higher efficiency with reduced employees required. 

Increase in use of communication software in businesses. Skype, Microsoft Teams etc, used daily for meetings and interactions. Also used for training purposes. 

Online presence and social networking now essential to business. 
Job vacancies advertised on social networks along with marketing opportunities. 

Rise in cybercrime. Risk to customer information/ data security alongside operations and productions.
	Medium


Medium – some robotics on site. 


Medium 


High



High – Could incapacitate Wall Colmonoy 

	LEGAL
	Employment Law

Export Changes 


Health and Safety Regulations
	Increase in National Living Wage (yearly increase). 

Additional legal paperwork to ship goods to the EU/ Globally. 

Increase in industrial safety standards mean some current machines / equipment will no longer be allowed.
	Medium 

High – Ship 80% of products outside of UK

Medium – New Furnaces purchased which meets new Safety Standards.

	ENVIRONMENT
	Recycling 
Renewable Energy




Environmental Pollution




Supply Chain 

	Focus on the recycling plastics and scrap to reduce materials going to landfill. Research into renewable energy solutions or replacing machines with energy efficient alternatives. 

Constant monitoring of emissions from factories. This is at a national and county level. 




Focus on Supply Chain Miles. 

	Medium – Ongoing 




High – Constant emission monitoring. Monthly feedback to Council on data collected.  

Medium – Clients worldwide. Niche industry






[bookmark: _Toc103341577]9. 3 Action Plan – Return to Work Training 
	Training Action Plan – Return to Work Training (RTW)

	Who
	What
	When
	Where
	How
	How much
	Trainer 

	Senior Management Team (SMT)
	RTW training -Highlight impacts of Covid-19 (Long Covid) with a specific focus on RTW’s taking place in virtual meetings.
	September 2022
(1 Training Date for all SMT – Date to TBC)
	Onsite. 
Darren House Upper Conference Meeting Room
	1 hour session.
· PowerPoint presentation
· Discussion of RTW document.
	Negligible. 
No room hire and In house training by HR
	Nicole Smith
or
Julie Wright (HR)

	Managers 
	RTW training -Highlight impacts of Covid-19 (Long Covid) with a specific focus on RTW’s taking place in virtual meetings 
**(Manager of hybrid workers)

	September 2022
(3 Training Dates – Dates TBC)

*Training date determined by if a manager manages hybrid workers
	Onsite. 
Darren House Upper Conference Meeting Room
	1 hour session.
· PowerPoint presentation
· Discussion of RTW document.
· Coaching and simulation exercises.
	Negligible. 
No room hire and In house training by HR
	Nicole Smith 
or 
Julie Wright (HR)

	
	RTW training -Highlight impacts of Covid-19 (Long Covid) 
**(Manager of full-time onsite workers)
	
	
	
	
	

	Supervisors
	RTW training. Focus on proactive use of the RTW form. 
	October 2022
(1 Training Date for all Supervisors – Date to TBC)
	Onsite. 
Darren House Upper Conference Meeting Room
	2-hour session. 
· PowerPoint presentation
· Discussion of RTW document.
· Coaching and simulation exercises.
· Opportunity to share experiences / challenges. 
	Negligible. 
No room hire and In house training by HR
	Nicole Smith 
or 
Julie Wright (HR)

	Team Leaders
	RTW training. Focus on proactive use of the RTW form.
	October 2022
(3 Training Dates – Dates TBC)
	Onsite. 
Darren House Upper Conference Meeting Room
	2-hour session. 
· PowerPoint presentation
· Exposure to and discussion of RTW document.
· Coaching and simulation exercises.

	Negligible. 
No room hire and In house training by HR
	Nicole Smith
or 
Julie Wright (HR)
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