Critically analyse the efficacy of the L&D framework on enhancing the effectiveness of people within the organization
Efficacy is the ability for plans to deliver on the desired result if it is executed correctly (Cartwright, 2009). Moreover, Flammer (2001), describes efficacy as a way of describing a plan that will lead to a result looked-for, with specific regard to self-efficacy which determines individuals and their personal capability to perform as desired. Therefore, it is fair to assume that the concept of efficacy, deals with the effectiveness of a plan in place and its ability to perform as intended; a failure to create projected results deems it to be ineffective. 
The Police Learning and Development 2025: Destination Map aims to outline an organisational vision which people within can use as a model to inspire and guide themselves to contribute to the destination described (Harding, 2020 – couldn’t find the year). The ideology of the road map is to be used as a plan alongside support if required, therefore it is important that the efficacy of the plan is analysed to determine the effectiveness of the plan in place.
The vision proposed by the police learning and development plan navigates employees, extending to all stakeholders, to a specific aim in order to establish clear direction for any employees and to further provide a sense of long-term meaning to individual roles. The importance of providing a vision is enforced by Collins (1996), stating that a vision enables core aims to be clearly set out and positive progression to be continued towards them. Furthermore, Lynn (2015), indicates that people within organisations with a clear vision are more likely to succeed due to the provided direction, allowing them to be knowledgeable of the end goal; resulting in effective headway towards the intended goal. This can be linked to Goleman’s model which suggested by Fianko (2020), allows leaders within organisations to transition between styles in order to become the most effective leader for the vision desired (Fianko 2020). Specifically, relationship management, one of the four constructed dimensions within management, establishes an ability to develop and inspire those within the organisation (Goleman, 1988). While stating a clear vision is apparent in determining continued success, the job enrichment that may be achieved is only temporary and must be treated as a continued and evolving management task, otherwise, enhancements of people’s motivation will begin to decrease over time (Herzberg, 2003). The counter-acts to this possibility are evident in the plan with specific reference to alternate routes which are viable to achieve the same vision suggested, whereby, considerations towards cost and unpredictable scenario’s leading to potential discourse are accounted for demonstrating the effectiveness of the plan. Therefore, it is appropriate to assume that employing and mapping out a clear vision leads to more effective employees, thus the efficacy of the police learning and development plan, in context to the vision presented, is justified.
The police learning and development plan has recognised increasingly difficult challenges when considering the policing profession going forward, as a result, there are proposed strategies in order to counter this. Notably, a forefront plan to exploit positive skills within people in the organisation is laid out, in conjunction with implementing taught skills particularly adaptability and flexibility to maintain progression towards the proposed 2025 learning and development plan. Amabile (1988), suggests that empowering employees with the skills required to attain the best results, while demonstrating personal improvement based off the new skills acquired is vital to ensure prolonged employee effectiveness for the organisation. Moreover, comparing this to a more recent account towards ensuring the effectiveness of employees, Anderson (2014), advocates that enhancing creativity attributes is a must when attempting to improve employee effectiveness; in other words, employing creativity demonstrates a greater chance of leading to innovative solutions. In context to the police learning and development plan 2025, creativity is key with regards to the unpredictability leading up to completion of the vision. Therefore, to ensure solutions can be adequately and efficiently applied, creativity is a significant factor that can certify effectiveness of employees and thus progression towards the long-term plan and vision. Consequently, it can be proposed that implementing and maintaining a high skill level amongst employees will result in individuals being treated as a high priority, subsequently leading to a higher level of effectiveness within the organisation due to a feeling of self-worth in the organisation.
On the other hand, the police learning and development plan does not outline clear procedures for tracking or measuring success amongst individuals. The importance of the success of measurement is justified through AL-Okaily (2021), who states that a lack of employee progression measurement within organisations is the biggest cause of failure and can lead to reduced job satisfaction. This creates a higher chance of employees becoming demotivated due to a separation between individuals and the organisation therefore, performance is likely be affected negatively as a result; particularly under the absence of a boundary spanner (Clark, 1977). Boundary spanners are described as individuals who are accomplished in establishing interests and further benefiting internal and external relationships (Williams 2002). With consideration to the multiple task’s boundary spanners are expected to perform, they are notably focused towards sustaining productive relationships between those at all levels (Smink 2015). There is a clear lack of an evidenced plan involving a boundary spanner therefore, a disjointed workforce is at a higher risk. Additionally, Raziq (2015), suggests that not providing employees with the correct environment upon which they can develop and measure progression restricts motivation and therefore the effectiveness of employees within the organisation. Consequently, it is appropriate to assume that the absence of outlined employee measurement plans could result in a negative effect towards the effectiveness of people within the organisation.
The Nottingham NHS learning and development plan presents a clear focus on people within the organisation and their importance to the success of the organisation (Nottingham Healthcare 2014). The plan further aims to improve the effectiveness of these people through planned skills development and provision of refreshers where-by people within the organisation can ensure they are upholding the correct standard in order to hit the desired vision. In order to evaluate the efficacy of the police learning and development plan, it is appropriate to compare the plan to one of a similar nature within the public sector; warranting that the plan will be effective in comparison. 
Both the police learning and development plan and Nottingham NHS learning and development plan are held to strict rules and regulations due to them being public sector organisations. Specifically, Rainey (2009), states that decision making often takes a longer duration because of the political pressures and number of people involved within organisations in the public sector. Furthermore, training provided to employees is often not relevant regarding what they need in order to prove more effective in their current role (Mutereko 2019); this can regularly occur due to restrictions towards budgets. The training that is put in place is also considered ineffective while there is no evaluation post training, leading to the training becoming meaningless (Sims, 1993). With regards to the efficacy of the plan, strict procedures endured by public sector organisations may lead to a people attaining incorrect and loosely measured training causing them to be less effective as a result. 
On the other hand, the plans differ in relation to their desired focus; the police learning and development plan proposes and validates a strong vision where-by people are inspired to the organisations plan in order to improve efficacy. However, the Nottingham learning and development plan focuses solely on individual skill development over the idea of pushing one collected vision hopeful that people will be inspired and therefore their effectiveness within work improved. With reference to the clear strategies proposed within the Nottingham plan, specifically the five key delivery standards, the police plan lacks detailed strategies to clearly communicate with people what they are expected to do in order to reach the desired standard. Consequently, the efficacy of the plan can be questioned, to an extent, because the plan to enhance how effective people are within the organisation is not set out clearly in comparison with the Nottingham learning and development plan.
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