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How to get employee learning and development right for the organisation and meeting individuals’ needs

The elements that can make up blended learning can be a choice of video tutorials, quizzes – which help with monitoring understanding, face-to-face or virtual classrooms, mobile learning on a portable device, webinars, and podcasts (Green, 2022). These can provide a very wide range of subjects and specialities on a range of levels but may not be suitable to every task, especially in the healthcare sector where patient safety is essential.
The downsides of blended learning are the need to have access to technology and a reliable internet access, so it might not suit everyone. Although face-to-face learning can be a part of the blend of elements there are generally fewer opportunities for learners to ask live questions to a trainer which can make it harder if learners are struggling with the concepts being taught.
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Accommodating Individual Requirements and Preferences (AC 6.4)
Learners with some disabilities may have additional access requirements when putting a L&D initiative in place and this should always be considered by the organisation. If not, it means that a section of employees’ might be prevented from realising their potential and are not given the same opportunities as their colleagues. This lack of inclusivity could harm diversity within the organisation by driving staff away. Things to consider are visual and audio needs of the learner, accessibility of venues, are technology such as screen readers needed, and the suitability of the course for neurodiverse learners (John, 2022).
Individuals are usually self-aware when it comes to knowing their strengths and weaknesses, therefore it makes sense that they have a say in their training needs. According to Honey and Mumford, different people prefer to learn in different ways, and whether they are predominantly a reflector, theorist, pragmatist, or activist will have a bearing on what type of L&D will suit them best and deliver the best outcome for them and the organisation, e.g., an activist learns best by doing and experiencing (Pearson TalentLens, 2023).
A performance management review is a good time to discuss training needs, but this can be done more regularly if needed. Companies that listen to their employees and accommodating their preferences have a better chance of successfully delivering on their L&D objectives (Indeed Editorial Team, 2022). Whichever way an individual learns, the important thing is that they have learned in a way that enables them to recall the information when needed in the workplace.
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Impact of Evaluation Methods (AC 6.5)
The input and output need to be considered when discussing L&D. The input being the training method chosen and the output being the effect on the organisation or and individual’s performance. Impact can be measured by setting Key Performance Indicators and measuring how these have changed because of the learning. Transferring skills and knowledge learned in training to the workplace is important and employees can demonstrate how these have been used to managers. Employees can show how they have engaged with learning by presenting a summary of the training to colleagues, this creates an opportunity to discuss findings with peers and seeing how new techniques or methods can be used to improve practices. Feedback from training can be collected in meetings or by using surveys. Surveys are more effective if many employees undertake the same training, and can show trends e.g., about how engaged they felt.
The Kirkpatrick model is often used to evaluate formal or informal training and uses four levels: reaction, learning, behaviour, and results. It aims to find out if the learner found the training engaging and that they gained knowledge, whether they have gained confidence in the subject, how they are putting what they have learned in to action at work, and finally how this action has impacted performance and results (Andreev, 2023). This model was first developed in the 1950s and has been updated over the years to keep it relevant to current training methods. However, there has been criticism about how the four levels don’t link together very well.
Weinbauer-Heidel developed a 12-step model to measure transfer effectiveness of learning. It involves finding out from the learner how likely they are to use the learning in practice, how relevant the content is to their work, what support they will need to put the training into practice, whether this is peer support or support from a manager or supervisor (Institute for Transfer Effectiveness, 2023).
Benefits of Learning and Development Activities (AC 6.1)
Learning can lead to personal growth for the individual which can lead to enhanced employment prospects. This can be of benefit to the organisation if the employee stays withing the company but can also be negative if it leads to the employee looking for employment progression outside the organisation.
Figures from a recent survey show that most organisations agree that L&D contributes towards business value (61%), and that addressing a skills gap was the top reason for focusing on L&D (CIPD (1), 2023).
Learning and Development fits into the specialist knowledge area of the CIPD profession map and should be seen in the context of the organisation purpose for the organisation to gain most benefit from the programme (CIPD (2), 2023). However, more employees are taking charge of their own L&D in recent times and although this is good for the employee, it might not tie in so well with the organisation’s purpose.
The cost of upskilling the current workforce can be substantially less than recruitment costs for new employees. A 2022 study found that developing an internal member of staff to be a HR Leader can be 82% cheaper than recruiting externally (Cave, 2022). Seeing that the organisation values upskilling can also be motivational for other employees and can benefit the culture of the organisation.
Organisations should review skills within each department to assess where skill gaps exist that would benefit from a targeted L&D programme. Looking at current performance standards can also feed into this programme if a departmental improvement is needed. Achieving the specific outcomes of the programme would benefit the organisation.

Learning Needs (AC 6.2)
Learning needs can arise for different reasons. For organisations, there might be a change in legislation which would lead to a need to train staff. Failure to arrange this could lead to the organisation failing to comply with the law which could lead to a financial penalty or damage to reputation (HR Covered, 2021). 
Where poor employee performance in damaging a business’ achievement the business could look at using training to raise performance levels. One way of doing this which could prove cost effective is to ask staff to shadow a colleague. This can help the employee to consider new ways of working and build a better understanding of the organisation (Morgan, 2022).
If an individual has a change in responsibilities or job requirements, they may need to research or find courses that will help them in their new role e.g., if a role requires more in-depth IT knowledge, they could study the field with personal reading or studying. This could help their performance and give them opportunities to develop in this new field. Ensuring knowledge is current is particularly important in technological roles as the field changes quickly (Ironhack, 2023).
Analysing learning needs should be done using relevant tools which exist for this purpose, such as the CIPD Profession Map. This can be used to consider gaps in skills and knowledge and feed into a L&D strategy for the organisation. Healthcare on Hand should use tools such as this to analyse learning needs by looking at three different levels: The whole organisation, by department, and individual employees (Hayden, 2022).
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Various Learning and Development Approaches (AC 6.3)
There are various approaches including Blended and Face-to-Face L&D. Many people would be more familiar with the traditional face-to-face method of receiving training which would normally take place in a classroom or workplace setting. This has the benefit of the trainer being able to oversee the employee’s attempts and offer live advice. It also gives the employee more opportunity to raise questions and check their understanding of the content. However, this method has less flexibility and often has higher costs and travel times, which would take more of the employee’s time away from their regular work (LinkedIn Training, 2023).
Blended learning is made up of a mixture of different elements which are usually far more cost effective and flexible than the sole use of face-to-face learning. As it’s made up of different elements it’s usually possible to come up with different blends to suit individuals with a variety of learning styles.

Healthcare on Hand
For further details on Learning and Development or to discuss your team or individual requirements please contact the People Team
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