Task 5
AC 6.1 
On the job training is a common method for meeting basic skill needs through one-to-one instruction. During a planned activity an employee will have the opportunity to observe a task being performed and then carry out the task independently. To be effective the person demonstrating should have the appropriate knowledge to develop others and the employee should put their skills into practice immediately to retain what they have learned (CIPD 2023a).
Knowledge management brings teams together to review how they have worked together learning from what went well and the lessons learned for future improvement. This allows reflection to establish more effective ways of working and fosters a culture of collaboration and effective communication (CIPD 2023a).
Supporting learning activities is crucial for retaining talent giving Clean Quarter a competitive advantage and seeing improved performance and productivity in attaining organisational goals (Waite et al, 2021, p. 208). When engaging in learning and development activities and acquiring new skills sales assistants should feel more equipped and confident in their roles. This can lead to job satisfaction and increased motivation. On the job skill sharing can also enhance teamwork and communication. Skilled and motivated staff tend to work harder improving productivity and increasing sales (Gibb, 2002 p. 162).

 AC 6.2 
One of the major drivers of learning needs is change, this can be due to internal or external factors requiring you to respond accordingly. Organisations need to respond to the world around them and the constant change. This could be due to expansion into new markets, the development of new products or changing how Clean Quarters is structured to operate more effectively (Waite et al, 2021, p. 210). 
 Induction training onboards new employees to the company, allowing them to familiarise themselves with their new workplace and colleagues as well as its culture and values. During this time Clean Quarter can provide information on elements such as working arrangements, health and safety and general information specific to their role. Providing an effective induction is vital as it can affect staff retention, absenteeism and the Clean Quarter brand (CIPD 2023d). Initial impressions of the company will have a direct impact on how the employee functions in their role if induction is a positive experience, it enables employees to settle into their role quickly and engage well (Waite et al, 2021, p. 98).





AC6.3 

Training involves structured learning activities, designed to pass on knowledge and skills with clearly defined content and outcomes in mind. Employees can undertake training in the workplace or another suitable location individually or as a group. Delivery may involve discussions, PowerPoint presentations, and skills exercises led by a qualified trainer (Waite et al, 2021, p. 212).
Facilitation is seen as a supported learning process, where the learner processes a basic knowledge of the subject and is ready to take on a new challenge. The facilitator discusses outcomes and provides resources or short learning activities which can be undertaken individually or as a group with the facilitator offering direction when needed (Waite et al, 2021, p. 213).
Coaching focuses on developing an individual to achieve specific skills and goals over an agreed period, this may also influence an employee's confidence and attributes (CIPD, 2023b). Employees should be aware of their learning needs and capable of managing their own performance. The coach assists them in achieving their goals building on their self-awareness using questioning and reflection. This method should be delivered by someone trained in coaching skills (Waite et al, 2021, p. 215).
Mentoring is an important learning and development tool, that is low-cost but can benefit mentors, mentees and the organisation. Providing mentoring opportunities to employees helps foster a culture of supportive teamwork and knowledge exchange. Employees benefit from senior staff's skills, knowledge and experience and then draw on their advice to enhance their own. Mentoring can aid in a successful onboarding process leading to greater employee engagement and staff retention (Baker 2024). 
Blended learning combines various methods, such as online learning and workplace coaching. This can cater to learning preferences and be engaging as the learner is confronted with something new. This can also be cost-effective and provide a more effective learning experience (Waite et al, 2021, p. 218). Learning can be Synchronous taking place in real-time, this can be in person at a particular place and time in a classroom, workplace setting or on an online platform. Benefits are immediate feedback and direction, this can also be a valuable way of learning for employees who lack motivation, or enjoy collaboration when learning. Asynchronous learning on the other hand is self-directed study in your own time at your own pace, an example could be e-learning modules (Cleveland- Innes and Wilton, 2018, p. 389). 

AC 6.4 
When providing training assumptions should not be made on the basis of any protected characteristics; this could lead to unlawful discrimination. An example of this could be making assumptions in relation to the age of the employee. This could be assuming an older employee has no interest in continuing to engage in learning activities or that an employee who is young will move on and it will be a waste of investment (Equality and Human rights Commission 2014). Employers have a responsibility to ensure everyone has access to learning and development opportunities regardless of ability or disability, people who live with a disability or neurodiversity should have the same opportunities as their peers to learn and progress within the company (McKay 2024).
It important to be aware of employees’ current skills and knowledge when designing development initiatives to ensure content is relevant, while using a blended approach of face-to-face learning, workshops and digital platforms to accommodate different learning preferences where possible keeps learners engaged (CIPD 2023a).  Some learners benefit more from group discussions being auditory learners where others may be kinaesthetic learners benefiting from hands on activities. Catering to different learning styles creates an inclusive environment for everyone to participate and feel valued (Geleta et al 2022).

AC6.5 
The Kirkpatrick model is widely used to evaluate the effectiveness of training methods. It looks at four levels of evaluation: reactions, learning, behaviour and results (CIPD 2023c). Firstly, the employee's perception of the training is gathered through questionnaires to gauge their views on the relevance and satisfaction with the content and delivery; providing immediate feedback. The next level determines if the intended knowledge and skills have been acquired, which could be measured by setting a pre-training quiz and then repeating post-training to compare results. Behaviour is assessed to see if new skills have been utilised with any improved performance. Then finally, level 4 evaluates whether the business has experienced positive outcomes with sales targets being met, increased productivity or increased customer satisfaction (Waite et al, 2021, p. 227). This method could be useful to evaluate on-the-job training such as induction programmes, ensuring the needs and expectations of new employees are being met and is also effective in driving meaningful improvements in workplace performance in the long term. Consideration however should be taken to the reported drawbacks of the model when focusing primarily on reaction level due to time and cost restraints (CIPD 2021a).
Weinbauer-Heidels 12 levers of transfer aims to maximise the effect of workplace training by specifying 3 areas essential for transfer effectiveness; trainees, training design and organisation (Weinbauer-Heidels and Ibeschitz-Manderbach, 2018, p. 11). These headings incorporate levers that significantly influence training success, all levers need to be utilised for effective learning transfer. For instance, trainees should be motivated and ready to learn new skills and training content needs to be relevant, if the learner perceives little or no relevance, they are unlikely to engage and transfer any content into a change in behaviour.  Support from management and peers is also key which should be incorporated to encourage engagement. This method is based on extensive research and all levers need to be utilised or this can lead to an incomplete evaluation CIPD (2021b). This method uses a net transfer score to assess the impact of training with the recommendation of asking learners the likelihood of them applying the training. However, this would only provide an accurate picture if employees felt they could give truthful feedback.
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