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Task five – fact sheet (learning and development)
Q6.1
According to Waite et al (2021) ‘The CIPD Profession Map (2018 defines learning and development (L&D) as ‘ensuring workers have the knowledge, skills and experience to fulfil individual and organisational needs and ambitions.’ By providing learning and development opportunities to staff, such as the sales assistants, you are providing them with the tools necessary to be to perform their roles to a high standard. 
L&D can also provide opportunities for staff to develop further skills to specialise within their job-role or a different part of the company. According to CIPD (2024) L&D can contribute to an organisations strategic goal by providing a clear strategy for development of staff. The CIPD suggest that L&D can align employees to their business’s organisational needs by providing a clear strategy for an organisation to adapt to changing external pressures
To do this, L&D can undertake a ‘learning needs analysis’ which will allow them to understand the levels of skills and knowledge within the organisation, and see if the organisation has what it currently needs, and will have what it needs to thrive in the future. A learning needs analysis may show that staff in other areas of Clean Quarter Ltd. have strong sales experience and may be viable candidates to replace an older member of the sales team when they retire. By performing an analysis, and finding out what skills employees currently have, and which skills employees need, L&D can future proof an organisation and reinforce and expand upon current employees’ experience and knowledge.  
Q6.2 
Waite et al (2021) says that learning needs ‘usually exist where there is a gap between what someone wants, needs or is required to do, and what they can actually do’. 

Referring to the Learning Needs Analysis (LNA) previously discussed in Q6.1, an LNA can identify the different learning needs within an organisation. Perhaps there is a shortage of I.T knowledge within an organisation, 60% of the sales team have not been trained on relevant legislation relating to their role, or there is nobody first aid or fire marshal trained within the organisation, all of these scenarios would need to be addressed be Clean Quarter Ltd. to ensure that they can both continue to thrive as an organisation, and are able to meet regulatory standards for running a business in the UK on an open premises. 

By implementing a good L&D strategy into the organisation, Clean Quarter can ensure that learning needs are identified early on and ensure that they are able to train their staff in areas which help the business grow and achieve their goals. By implementing performance reviews (CIPD, Strategy and development, 2024) Clean quarter can ensure that line managers are able to help feed into the L&D strategy of the company by appraising employees’ performance and identifying any areas where there may be capability or learning issues, and passing this onto the L&D team to ensure that resources can be allocated to rectify any issues. Through this, L&D can also gather valuable data which would help ensure that hey are able to provide all the required learning needed for the organisation to thrive, as well as notice trends in learning needs, which helps with future strategic planning.  

Q6.3 
Page-Tickell, R. (2014, p130) says ‘Learning and Development interventions may be delivered in a broad range of ways, including face-to-face, e-learning, small local group, off-site training course.’ CIPD (2024, Coaching and mentoring) say that Coaching and mentoring is an effective form of learning in a workplace setting.

· Face-to-Face learning – Face to face learning could include bringing in an external facilitator or subject matter expert (SME) into an organisation owned site or venue, or be delivered entirely externally to the organisation in their own venue. This type of training can be an effective way to deliver training to a group of people on specific subject areas, such as Fire Safety. 

· E-learning – E-learning is used in a lot of organisations and is often used to deliver important learning where results must be recorded to ensure that the employee and organisation remains compliant to different legislation. An example of this, may be an e-learning module on the Data Protection Act (2010)


Thai et al (2020), suggests that blended learning provides the best features of face to face learning and eLearning. Blended learning is the use of different learning methods to teach a specific subject. For example, running a training session in person, then asking employees to complete e-learning modules to reinforce their learning. Face to face learning can take different forms, such as coaching, or a classroom-based training session. It could be argued face to face training has benefits over e-learning as the learner is more engaged, although both are important tools to reinforce learning. 

· Facilitation – Facilitation refers to teaching through creating a space where learners are able to discuss and engage with each other in a safe environment. 
· Training – Training can relate to either face to face or online learning in which someone ‘leads’ the training. It differs from facilitation as it is more instructive compared to facilitation where discussion would be encouraged.
· Coaching and mentoring – According to CIPD (2024) ‘Coaching and mentoring aims to produce optimal performance and improvement at work. It focuses on specific skills and goals and may also have an impact on an individual’s personal attributes such as social interaction of confidence.’  Coaching and mentoring is effective for all staff, as it aims to assist them in improving all their skills and provides them someone who can on a one-on-one basis help them grow their personal and professional skills and knowledge. 


Q6.4 
Stein. J and Graham. C.R (2020) Say that blended learning is a combination of onsite (face to face) and online experiences. They discuss the purpose of blended learning, which they say is to make teaching and learning experiences ‘more flexible, efficient and effective by designing for the best of each mode.’   
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(Taken from Stein. J and Graham. C.R 2020, p11) 
Blended learning attempts to make learning more interactive and engaging for people by implementing different methods of learning into an overall learning objective. For example, an induction for an organisation may use a ‘blended’ approach, by allowing staff members the opportunity to attend a face to face induction which would provide the staff member the opportunity to speak to someone face to face and learn about an organisations goals and objectives firsthand with someone they can interact with. Additionally, as part of the induction and onboarding process, a new employee could then be provided with e-learning modules which would cover key tasks within the organisation as well as check off any mandatory legislative training, such as mentioned in Q6.3 when referring to a Data Protection Act module. 

When developing a blended learning approach for any training within an organisations such as Clean Quarter, it is important to ensure that blending the learning is an effective way of delivering the training by assessing if it’s necessary, and also ensuring that the learning regardless of delivery mode is accessible. Reviewing the training regularly will also ensure that the training is still entirely relevant and the information is up to date.   
Honevbourne (2018) describes Neurodiversity as a term which ‘Simply means that there is a range, or diversity, of ways in which human brains function. A range of ways in which we think, learn, and relate to others.’ With this in mind, it’s important for those within the learning and development function to be able to accommodate those with different learning needs. An example of an additional learning need could be someone who is deaf. L&D would need to adapt their training method’s in this scenario to ensure that the learner is still able to receive all the same information as someone with no hearing impairment. Ensuring that there is a clear presentation for this learner, as well as providing a hearing aid solution to this learner may be able to resolve any difficulties in this scenario, as an example. 

Sometimes, learners may not be willing to engage in specific types of training, perhaps a learner would be unwilling to participate in eLearning. It is important to identify whether the learner is unwilling to engage due to finding the learning method ineffective, in which case support could be given to provide the same information in a different format, or, if the learner finds the material unengaging. In this instance, again, support could be provided to the individual through changing the learning environment, perhaps completing the eLearning with the support of a facilitator present in order to provide more engagement for the individual who is struggling with the learning. 
 

Q6.5
Evaluating L&D training initiatives is imperative in ensuring that the initiatives being used are still relevant and necessary, and allow L&D as a department to ensure that their limited resources can be allocated effectively to ensure that their goals and objectives, which should align with the organisations, are being achieved. 

One model to evaluate the effectiveness of L&D initiatives is the Kirkpatrick Model. Kirkpatrick (2024) lists the model as a four-tier system. Level 1, reaction, is the initial reaction that learners have of the training undertaken, did they enjoy, was it relevant.  Level two, learning, is how effective the learning was to the participants knowledge, skills and confidence. Level three, behaviour, did the learning change the participants individual behaviour when returning to work. Finally, results, did the training provide the targeted organizational outcomes. 

Through effective use of the Kirkpatrick model, an organisation could view the effectiveness of learning opportunities. To implement this model, an organisation could provide a feedback survey to their employees, which could cover level’s 1 & 2 from the learner’s point of view, and then also follow up with manager’s to see if the staff member’s behaviour had changed, allowing L&D to provide Level 4 themselves, the results. 

Brinkerhoff’s success case method (SCM) involves finding likely success cases, where individuals or teams have benefited from learning. These results can come from a survey, performance reports or organisational data. An SCM also looks at non success cases to discover those who found little to no value from the learning. Following analysis of both, the results are shared. (CIPD, 2024) Brinkerhoff’s method is similar to Kirkpatrick’s, but looks more at the pros and cons on an individual basis rather than a whole, and is a more broader way of looking at learning data. 
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Figure 1.1 A spectrum of technology-enhanced teaching or leaming





