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[bookmark: _Toc162697631]Organisational Overview and Current Learning & Development Position
Ateb is a small housing association serving the communities of West Wales, employing approximately 140 employees. Ateb is dedicated to continuous learning and development (L&D) and provides an annual L&D programme to maintain and expand role specific skills. Furthermore, Ateb nurtures internal talent through specific development plans to upskill and drive career progression within the organisation. 
Ateb annually invests in L&D with a comprehensive L&D programme however, the delivery of the programme contents is slow to adopt new methods of learning or technologies, often relying on ‘off the shelf’ e-Learning or classroom delivery. 
Due to several organisational restructures and retirements in the recent years, Ateb’s leadership team has a high number of new managers. Therefore, upskilling the management team is a main priority of the current L&D programme. Quilliam (2023) notes that managers demonstrating the right competencies are key to the success of an organisation; therefore, it is pivotal to Ateb’s success to ensure this learning provision is created and delivered effectively. 
Ateb has experienced challenges attempting to deliver this learning provision in a classroom environment. Working in a hybrid environment, the leadership team is geographically dispersed therefore, it has been difficult to find mutual availability to deliver training. Furthermore, there have been a number of complaints that the participants do not have time to attend the training, due to the additional travel time and that the training is a series of two-hour long sessions. 
Delivery via Microsoft Teams video calling has been attempted although, the sessions often lack engagement and active participation. On the other hand, despite the complaints, participants at the classroom sessions tend to engage with their peers and actively participate.
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L&D is a key function within an organisation, being a platform to grow talent, bridge skills gaps, and improve performance. Consequently, developing the workforce is a priority for many businesses however, successfully delivering learning provisions is a key challenge, with senior leaders being dissatisfied with provisions available (Cespedes et al., 2022). 
Adapting to and embracing emerging technologies will impact the effectiveness of learning provisions delivered. New technologies can support organisations to create learning provisions which are accessible, interactive, and cater to diverse learning preferences. However, many organisations rely on traditional classroom-based training and only a small proportion of organisations are prioritising how technology can drive inclusivity in the workplace (Cespedes et al., 2022; Overton, 2023). 
This report will explore and critically analyse a range of emerging technologies, alongside recommendations and a comprehensive implementation plan focused on an emerging technology to support Ateb’s learning provision focused on developing leadership capabilities.  

[bookmark: _Toc162697633]Factors Impacting Delivery of the L&D Programme
When planning the production and delivery of Ateb’s L&D programme, consideration of the impact of external and internal factors is fundamental to the success of the programme and learning provisions. Identification and analysis of external factors using a PESTLE analysis, and internal factors using a SWOT analysis, will enable Ateb to address challenges proactively, take advantage of opportunities, and adapt the L&D programme accordingly.
Outlined below are a brief overview of external and internal factors impacting Ateb’s L&D programme. 

Diverse Demographic
Morgan (2016) predicted that changing demographics would shape the future workplace, with workforces largely comprising of millennials by 2025. This demographic shift is evident at Ateb whereby, there are a wide range of generations within the workplace from ‘Baby Boomers’ to ‘Generation-Z’. Diverse demographics presents a difficult landscape for learning provisions, reflecting a mix of generations with different learning preferences and technological ability (Berge, 2022). As a small organisation with limited resources, catering to all learning preferences and abilities proves challenging and impacts the compliancy of L&D within Ateb (Ateb, 2023). 
Schwartz et al. (2020) notes that L&D programmes centred around learning preferences and aligned with the values and attitudes of multi-generational workforce drives successful learning. Whilst Ateb acknowledges the significance of integrating traditional and modern learning experiences to accommodate the workforce, challenges stems from limited resources and a dispersed workforce, presenting considerable difficulty in achieving this balance. 

HR Generalists
Ateb’s HR team consists of HR generalists and lacks a dedicated L&D role therefore, impacting the delivery of the L&D programme. HR Generalists are responsible for multiple functions and have competing demands across the organisation therefore, often proving challenging to allocate sufficient time to the L&D function. Research echoes this, finding that the biggest barrier to achieving organisational priorities within the HR team is a lack of dedicated HR specialists and working beyond normal capacity (SHRM, 2022a; SHRM, 2022b). Furthermore, organisations lacking in L&D expertise may miss out on evolving L&D technologies, trends, and modern practices. 
At Ateb, the absence of specialised knowledge and available resources poses obstacles to effectively implementing and evaluating learning provisions. Additionally, learning provisions are often outsourced to external providers due to time constraints. However, this approach presents challenges as external providers may not fully understand Ateb's strategic objectives, impacting the alignment of learning with organisational goals and values. Page-Tickell (2014) states that for learning provisions to be highly effective, it should be designed for the organisation with values and goals in mind. 

Reducing budgets
The challenging economic climate has reduced Ateb’s L&D budget, in order to protect resources during uncertain times, and to reprioritise the budget on other critical areas of the business. Ateb is not isolated in this course of action; research found that 49% of organisations surveyed would be reducing their L&D spend as a result of economic challenges (Sriganthan, 2023). Stewart and Cureton (2014) argue that reducing the L&D budget during economic downturns is a short-term solution which will inevitably impact the sustainability of the workforce skills and knowledge. 
Consequently, the scale of Ateb’s L&D programme have reduced, with many learning provisions facing scrutiny therefore, presenting challenges to strengthen and future-proof workforce performance and capability. The HR team must adopt a new delivery strategy which encompasses innovative and low-cost methods to ensure the effective continuity of L&D within Ateb (Stewart and Cureton, 2014). 
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Before designing the learning provision, it is pertinent to engage with stakeholders by conducting a learning needs analysis (LNA) to determine the current and future capabilities, skills required for success, and how learning provisions are designed to develop these skills. The LNA should align to the business strategy to ensure business can be sustained now and in the future (Hayden, 2023b). The specific learning provision of leadership development aligns to Ateb’s strategic aims whereby, Ateb has committed to investing in employee development in order to increase business effectiveness (Ateb, 2022). Therefore, a LNA to identify leadership capability will support Ateb to achieve its strategic goals.
The stakeholders identified to engage with, and the reasons include:
· Executive Management Team: Invested in creating strong leadership aligning to Ateb’s values and behaviours therefore, creating buy-in and providing strategic direction.  
· HR Team: Responsible for designing, delivering and evaluating the learning provision. Ensure content has alignment to Ateb’s objectives and meet the needs to the learners. 
· Line Managers of learners: As the line managers of the learners, they will have crucial knowledge of skills gaps, support required, and drive leadership development to their line reports. 
· Learners: To understand their learning needs, as direct recipients of the learning provision. 
To create successful engagement with the stakeholders, it is important to communicate the objectives effectively, highlighting the importance of the learning provision to support Ateb’s goals. Formal interviews and focus groups to work collaboratively with the stakeholders will create open dialogue to gather insights, and to explore current capabilities, future requirements and potential barriers to the learning (Hayden, 2023b). This can be supplemented with a survey, as a time-effective method to gather a wide range of perspectives from stakeholders; although careful consideration must be made when creating questions. 
Having collaborated and gathered information from the stakeholders, themes, trends and priority areas for capability development can be identified and integrated into the appropriate learning provision. Further engagement with stakeholders will be required to agree allocation of resources and costs. 
The LNA should be approached sensitively and confidentiality, as some stakeholders may find it difficult to highlight their skills gap (Hayden, 2023b). Therefore, if stakeholder relationships are not handled appropriately, it may lead to an incomplete or inaccurate LNA response. 
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Examining and adopting new technologies to support L&D can increase the efficiency and effectiveness of training, by moving from traditional instructional training to interactive and immersive training environments (Cespedes et al., 2022; CIPD, 2023). In addition, it is pivotal for businesses to quickly respond and adapt to changing business needs and the external environment to survive, one of which methods is to continually upskill employees. However, with many businesses now fostering a hybrid workplace following the pandemic, the methods of L&D delivery must evolve to support employees therefore, businesses must improve the traditional delivery methods they once relied on (Batti, 2021). 

Generative Artificial Intelligence (AI)
Generative AI is a form of machine learning which can transform the way in which L&D is delivered. A recent study demonstrated that businesses are increasingly investing in AI, with adoption rates doubling over a five-year period (McKinsey & Company, 2023). 
Generative AI can personalise learning experiences, using employee learning profiles and performance to customise training content relevant to their role and skill gaps; therefore, delivering bespoke training relevant to each individual (Bailon, 2023). Developments in best practice, regulatory frameworks and legislation often result in training resources quickly becoming outdated. However, Generative AI has the ability to continuously update training resources to ensure learners are accessing current content (Dellarocas, 2023). 
Other abilities of Generative AI can create learning experiences for employees which can often go overlooked due to lack of organisational time. For example, creating conversational role-playing simulations to develop difficult conversations skills, and mentorship simulations providing instant feedback, personalised insights, and step-by-step guidance (Dellarocas, 2023).
Whilst Generative AI has huge potential to enhance L&D, there are several risks to consider. Consideration to data privacy and security is a priority, to ensure the provider meets data protection standards and responsibly and ethically handle sensitive information (Deloitte, 2023). As Generative AI content stems from existing data, the information generated can be bias and offensive towards certain groups thus, having the potential to create ethical and legal challenges (McKinsey & Company, 2023).
 
Microlearning 
Microlearning is an emerging technology which is being rapidly adopted to support L&D. The traditional learning methods no longer align to the modern workforce whereby, attention spans are shrinking, accessible digital delivery is preferred, and younger generations are used to instant bursts of information (Thillainadesan et al., 2022; Dolasinski and Reynolds, 2020). Furthermore, organisations often lack time to train, have budgetary and resource constraints, and a diverse demographic with a range of learning preferences. 
Microlearning addresses these issues as it consists of single-objective content, which is quick and easy to access by harnessing multiple forms of media; the breakdown of information and quick accessible delivery supports knowledge retention thus, increasing the effectiveness of the learning provision (Cademi, 2021; Perry, 2017; Thillainadesan et al., 2022). 
Microlearning is very versatile, being able to adopt a range of media such as, podcasts, e-Learning, and social media, and can be delivered synchronously or asynchronously. However, it is argued that its effectiveness does not extend to in-depth complex content therefore, careful consideration should be given to content development (Cademi, 2021). Furthermore, the content may not be sufficient for the learner to successfully understand the topic, if the content is overly limited to fit the condensed learning style.

Podcasts
Podcasts are video or audio episodes available online whereby, the host typically posts a series of episodes based on a particular topic; the duration, style and format of a podcast will vary between hosts (CPD, 2022). The demand and popularity of podcasts is vast, with usage increasing year on year whereby, UK listenership reached 21.2 million in 2022 (Götting, 2023).
In recent years, podcasts have been adopted as a method of learning and have seen positive results in some businesses and learning environments (Aloysius Rangga et al., 2020). Podcasts can be an effective way to communicate across a dispersed business and aligns to the communication preferences of the younger generation joining the workforce (Cancialosi, 2019). Furthermore, they are on-demand, cost effective, and can be created and engaged with at ease (CPD, 2022). 
On the other hand, the success of a podcast is largely based on the content. The content must be interesting and add value to engage listeners whereby, workplace podcasts will likely be unsuccessful if it is purely based on policy updates (Cancialosi, 2019). Whilst podcasts are generally inexpensive to create, it is time-consuming to record and edit.  
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The critical analysis has highlighted microlearning as a promising emerging technology to support Ateb’s leadership development learning provision. The topic of leadership development is a suitable fit to the format of microlearning, as the topic is easily broken down into short relevant topics.
Learners are complaining that they do not have the time available to attend the prescribed workshops therefore, microlearning will address this challenge due to the short burst of training available on-demand. Furthermore, it overcomes the pause between training and application, during which period there is often a disconnect between work and applying learning (Jeffery, 2015); for example, managers can access the absence management module at the same time as managing a long-term sickness absence therefore, the learning will be relevant and applied in real time. 
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It is pertinent to understand how people learn through the examination of learning theories, which can be applied to the workplace to increase learning engagement thus, improving learning effectiveness (Hayden, 2023a). 
Cognitive Load Theory and Social Learning Theory
Put simply, cognitive load theory (CLT) refers to the mental effort a person’s brain uses to retain information, theorising that the higher the cognitive load, the more difficult it is to retain information. If a person is processing too much information i.e. a high cognitive load, it is likely they will have more difficulty performing tasks whereby, it is argued that a high cognitive load is harmful to productivity and performance (Freed, 2020). 
The premise of CLT supports the usage of microlearning as it is delivered in short segments therefore, reducing the cognitive load and increasing the likelihood of retaining the learning. In addition, microlearning is usually delivered via multimedia such as, videos, e-Learning and podcasts; CLT studies found that removing external stimulus such as, visual and auditory disturbances which are common with traditional learning, and applying multimedia to learning, can reduce cognitive load and refer learning to long-term memory (Paas and van Merriënboer, 2020; Müller and Wulf, 2023). 
Social learning theory theorises that learning occurs in a social context through interactions with others whereby, behaviours are developed through role modelling, observation and collaboration (Hayden, 2023a; Jeffery, 2015). Whilst the microlearning modules would primarily be undertaken in isolation, a social element can be incorporated whereby, learners will be asked to comment, ask questions and exchange experiences using an online platform or at face-to-face meetings. The success of social learning is evidenced in the current training whereby, in-person learning gained more engagement and participation. 
There is an evidenced link between CLT and social learning whereby, a study found that learners who collaborated gained from each other’s cognitive load capacity therefore, increasing the mental capacity for learning and increasing effectiveness (Paas and van Merriënboer, 2020). A further study demonstrated that a microlearning format with a social interaction element supported learning at a higher cognitive level, which encouraged learning beyond the set objectives (Lohman, 2024). 
Therefore, the application of these theories will support learning which is mentally engaging and encourages practical application of learning thus, increasing effectiveness. 
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Evaluating learning is important to understand the impact and value to the learner and organisation, how robust it is to benefit the organisation over time, and to demonstrate the value of training to key stakeholders. Effective learning evaluation should focus on a change in behaviour, attitude or capability by measuring performance (Shackleton-Jones, 2019). However, Marchington (2021) notes that evaluation is typically not carried out comprehensively whereby, organisations tend to seek informal feedback over formal evaluations.
Following an evaluation model provides a comprehensive framework to effectively evaluate learning provisions. Kirkpatrick’s model of learning evaluation studies evaluation over 4 levels namely; reaction, learning, behaviour and results (Stewart and Cureton, 2014), as detailed below.  
	Level
	Relevance
	Measure

	Level 1 – Reaction
How learners react to the learning provision
	Better reactions tend to see learners engage more and absorb the learning (Stewart and Cureton, 2014).
	Distribute surveys and conduct focus groups to gather feedback.

	Level 2 – Learning
The measure of knowledge and skills acquired
	The model theorises that engaging in a learning provision will result in some level of learning.
	Skills assessments before and after learning to measure the knowledge gained.

	Level 3 – Behaviour
The transfer of learning
	It is expected that the knowledge and skills achieved from the learning provision will result in a change to on-the-job behaviour (Marchington, 2021).
	Behavioural observation to assess if the skills and knowledge are being applied. 
Gain feedback from the learner’s line manager to identify if there are changes to behaviour. 

	Level 4 – Results
Measure the impact to the organisation
	Assessing results such as productivity, profits and costs, organisations can demonstrate important insights into the value and effectiveness of learning provisions. This can influence approval of future learning provisions (Stewart and Cureton, 2014).
	Measure organisational data linked to leadership such as, turnover, employee satisfaction and absence rates. 
Develop case studies demonstrating the successful application of skills.



Furthermore, ethical and legal considerations are important during evaluation. According to Hughes (2019), HR professionals must prioritise legal and ethical issues within their frameworks, considering that what is lawful may not always align with organisational ethical standards. Microlearning activities must be accessible whereby, the content and media channels are suitable for all learners regardless of their abilities therefore, promoting fairness and inclusivity. Moreover, the content must be void of bias or discriminatory perspectives, promoting diversity and inclusion. For instance, imagery and wording should represent a diverse population and not marginalise any groups. Ensuring the microlearning content is fair, inclusive and accessible promotes a learning environment that is ethical and equitable. Additionally, adherence to GDPR ensures confidentiality and privacy of learner data; furthermore, there must be transparency around data collection consent and data handling for evaluation purposes.  
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The success of an organisation relies on the effectiveness of its L&D provisions, however, the delivery of learning provisions remains a significant challenge, with many organisations facing dissatisfaction among senior leaders (Cespedes et al., 2022). 
Embracing emerging technologies is central to enhancing the effectiveness of L&D provisions, as they offer opportunities to create accessible, interactive, and diverse learning experiences (Overton, 2023). However, organisations are often delayed in adopting these technologies, relying instead on traditional delivery methods. Despite Ateb investing annually in a range of learning provisions, the delivery of learning rarely progresses to incorporate new technologies, leading to challenges in meeting diverse learning preferences.
Therefore, adopting an emerging technology namely, microlearning, will enhance the effectiveness of Ateb’s leadership development, offering accessible, quick, and cognitively engaging training, which can be designed with learner perspectives in mind (Cademi, 2021; Perry, 2017; Thillainadesan et al., 2022). Learning theories such as, social learning theory and cognitive load theory can be applied to maximise the effectiveness of learning provisions.
In evaluating the effectiveness of learning provisions, Ateb can apply Kirkpatrick’s model of learning evaluation, which assesses the learning across four levels (Stewart and Cureton, 2014). It is crucial to prioritise legal and ethical considerations during the evaluation process, to ensure inclusivity, fairness and adherence to GDPR. 
By embracing microlearning as an emerging technology, adopting a strategic approach to learning design through a learning needs analysis, and effectively evaluating the L&D provision, Ateb can overcome many of their challenges to successful deliver its leadership learning provision to drive organisational success. 
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To take a comprehensive approach to enhance the leadership learning provision, it is recommended that a learning needs analysis (LNA) is conducted to identify skills gaps and priorities, followed by the implementation of microlearning to deliver the learning. A LNA provides insights into the current and future leadership capabilities, ensuring that the learning provision to tailored to address requirements (Hayden, 2023b). Whereas, microlearning will enhance the effectiveness of the training due to the short, accessible and on-demand content. A full implementation plan is detailed in below to demonstrate the process of implementing these recommendations. 

	IMPLEMENTATION PLAN

	What
	Why
	Stakeholders
	When
	Resources
	How
	Cost

	Conduct a full Learning Needs Analysis (LNA)

	Conduct a comprehensive LNA to identify specific skills gaps and priorities in relation to leadership.

	To deliver an effective leadership learning provision, it is essential to have valuable insights into knowledge and skill requirements to tailor the training accordingly. 

	HR Team: responsible for overseeing the LNA process, gathering data and analysing results. 

Stakeholders including EMT, line managers of learners, and learners: to provide input and perspectives.

  
	Process to start on 1st May 2024. 

Plan and preparation – 2 weeks.

Data collection – 4 weeks. 

Analysis and reporting – 4 weeks. 


	Data collection using surveys, focus groups and interviews. 

Analysis and reporting using existing ICT software i.e. MS Suite.

Existing organisational data i.e. turnover, absence rates.
	Data collection
· Distribute surveys to gather feedback.
· Focus groups and interviews to gain deeper insights.

Analysis and reporting
· Identify common themes, trends and priorities.
· Prepare report outlining findings. 
· Present findings to stakeholders.

	Time cost only.

HR Partner @ £19.60p/h x 56h = £1,097.60

35 learners, average hourly rate £20.11 x estimated 2 hours per learning = £1,407.70

Estimated total = £2,505.30










	Implement microlearning 

	Implement microlearning to deliver leadership learning provision, aligned to the findings of the LNA.

	Microlearning is quick, accessible and on-demand learning, enhancing engagement and retention. 

	HR Team: responsible for selecting and customising platforms, designing and delivering/ implementing content, and conducting effective evaluation.

	Development to start on 1st September 2024.

Platform selection – 3 weeks. 

Design – 4 weeks. 

Delivery/ implementation – Rolling over 12 weeks. 

Evaluation – ongoing during implementation. 


	Platform selection conducted internally.

Content development using expertise of HR team, online resources and existing software.



	Platform selection
· Select platform aligning to requirements and budget.
· Research based on customisation, ease of use, and cost effectiveness. 

Content design/delivery
· Using internal expertise and online resources to develop content.
· Develop with learning theories and learning preferences in mind.
· Utilise appropriate multimedia to enhance engagement.
· Develop schedule to roll-out various content.
· Provide support to learners, where required, to understand and navigate microlearning.

Evaluation
· Use Kirkpatrick’s model of evaluation.
· Schedule roll-out of evaluation methods as appropriate i.e. surveys, behaviour observation. 
· Measure impact to Ateb after the learning provision ends.


	Estimated platform subscription: £5,000 p/a

HR time estimated 100 hours: £1,960.

Collaboration with partners for evaluation estimated: £500. 

Estimated total: £7.460.
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