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ABER – ABER Instruments 
H&S – Health and Safety 
LNA – Learning Needs Analysis 
L&D – Learning and Development 
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This report has been created for the Board of Director at ABER Instruments (ABER). As a Life Science Manufacture of electronic measuring equipment for the Biotech and Brewing industries and an employee owned organisation, which is proud to have a wide and diverse range of skill and roles across the business.
The aim of this report is to highlight a learning need that has been identified via a PESTLE analysis of the current external environment with the objective of evaluating learning experiences to address the identified learning gap.  
The global economy has faced increased volatility following the outbreak of the COVID 19 pandemic, caused profound effects to the world of business (The World Bank, 2020). With UK Government lockdowns implemented from March 2020 we saw a huge percentage of the workforce forced to work from home (Jones, et al., 2021). Some organisations will have undoubtedly struggled with this but for ABER the technology infrastructure was well placed to enable this for the majority. 74% of staff initially began working from home a week before the Government announced the first lockdown. The remaining 26%, ABER’s Manufacturing team were unable to build and manufacture ABER’s specialist products from home due to equipment and traceability requirements of the ISO9001 and ISO13485 standards (ISO.ORG, 2021). 
Throughout the pandemic ABER’s business has continued to grow with expansion into the viral vector market, to support this ABER’s recruitment strategy has continued at pace (Aber Instruments, 2020). HR has diversified its recruitment processes throughout 2020 to ensure that skills gaps were filled and resourcing needs addressed. In June ABER first employee was recruited completely virtually. HR had to develop new ways of onboarding new recruits in a virtual way to ensure employees develop learning of their role, and the organisation including ABER’s employee ownership culture. The Support team have also developed a suite of training videos to assist new and existing employees to develop their product knowledge remotely.

However part of ABER’s uniqueness centres around its culture which is usually developed organically through natural interactions with fellow employees throughout the business. To this point embedding the culture within new employees has not been a training need. However with a lack of human interaction and water cooler moments the natural sharing of ABER’s culture has been lost, an area that was maintained through existing employees.
As employees continue to work individually from home we must rely upon technology to support our training around culture. However technology isn’t able to champion ABER’s culture on its own. ABER culture equals employee engagement; ABER cannot afford to ignore the current situation, the cost of doing nothing would result in a lack of engagement which is likely to result in high employee turnover. Increased employee turnover comes at a considerable cost of both time and money. ABER must maintain its stability and ensure that the costs of recruitment do not increase. 
ABER provides a reasonably healthy budget for L&D however as there can be a requirement for costly ad hoc training that consumes the budget quickly. More recently COVID has affected employee’s ability to travel to training sites and also affected trainers visiting the site to facilitate training. This has forced delivery of L&D has shifted to online learning, although this style is convenient it does not suit everyone’s learning needs. This has also affected organic learning that comes from group networking. 
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A wide range of external environmental factors create impact on a business, best practice is to analyse these factors in an attempt to proactively predict changes, enabling organisational strategies to be adapted to maintain competitive position. At ABER the leadership team and long standing employees have a good understanding of their internal environments, including culture. PESTLE enables us to examine key external macro environment factors which are currently impacting upon the businesses (Farnham, 2015; CIPD, 2018).  
Political 
Whilst Brexit continues to cause some disruption to ABER’s industry with regards export licences and issues with Import of materials and Export goods the main issues for the business these have largely been addressed and form a learning perspective by training sourced from the Institute of Export. 
A much more current consideration for the ABER centres on Government guidelines for employers enforcing all who can work from home to work from home (GOV.UK, 2020; Johnson, 2020). 
[image: Image result for PESTEL]
Figure 1 - PESTLE
Social
The wellbeing of the nation has taken a different focus as a result of the COVID pandemic. With the majority of UK people asked to stay indoors, only leaving for essential items and the workforce forced to work from home social has become virtual, which has creates its own set of mental health concerns (Fleming, 2021). 
Technology 
ABER has been fortunate through the pandemic to continue on our growth trajectory. However, the COVID situation has forced the organisation’s hand into new ways of working. To enable working from home effectively has relied heavily on technology (Houghton, 2020).  As a remote organisation based in Mid West Wales, historically access to learning has required travelling several hours to access a training provider. However due the agility of providers and availability of technology ABER now has easy access to external learning, supporting development across all departments, from the Finance team receiving AAT training to the  Manufacturing team receiving training on Lean Manufacturing Principles delivered by a learning provider directly from Stafford (Track Training, 2021; AAT, 2021)!  
However it must be noted that there are disadvantages to remote learning platforms and we must be mindful that a one size fits all approach is not necessarily beneficial for all (Bondie, et al., 2019). 
Internally time and resource is certainly the biggest factor affecting L&D at ABER. The business has continues to see growth year on year of 20% therefore L&D faces resistance from line managers to allocate time.
[bookmark: _Toc72274838]Identifying Learning Needs 
Identifying learning need within a business generally be linked to business performance. Some learning within organisations can be a rigid tick box exercise that’s performed on an annual for statutory compliance. ABER utilises the Citation platform to support with H&S compliance (Citation, 2021). It is essential for organisations to the recognise performance needs of the business ensuring that there is awareness of current and future learning capability needs (CIPD , 2020). 
Creating a learning needs analysis (LNA) is a strategic tool for addressing current and future needs within the business. The process involves gather insights from stakeholders and appropriate date regarding talent, skills and capability demands with an overall aim of links outcomes to business performance.
ABER’s Ethos and Values documents endorse that ‘individuals are strongly encouraged to seek every opportunity to develop and grow’ and ‘that ABER will where relevant and possible, provide the resources to support individuals to fulfil their potential'.  
Learning requirements at ABER are currently identified in several ways. The HR department facilitates the training budget for the organisation (Harrison & Auluck, 2014). Utilising the Citation system monitors progress and ensures that all employees H&S training is kept up to date (Citation, 2021).
Some learning is team or departmental based. For example, Manufacturing has base training requirements and a training matrix to ensure capability. More recently the department has begun its Lean Manufacturing journey to support this HR sourced virtual training via Track Training provider to deliver an introductory module for the whole department (Track Training, 2021).   
Individual learning needs are identified via the annual review and PDP process. A combination approach is used between the line manager and individual to identify learning requirements based on performance, areas of weakness and areas in need of improvement. The review and the PDP also identify learning needs to enable the progress and development of individuals. Learning needs can also be identified as ad hoc and authorised by line managers and HR. Ensure that ABER is well equipped to identify leaning needs links to the retention of employees (CIPD , 2017). 
It is has been identified that COVID and home working has resulted in a gap in the learning of ABER’s culture. The report will now explore methods that may be used to address the gap.  
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It is has been identified that COVID and home working has resulted in learning need for new recruits of ABER’s culture. The report will now explore methods that may be used to address the gap (Griffiths & Inman, 2017).  

MS Stream
MS Stream is a video storage and collaboration streaming software technology.  With vast storage capability and analytic tools, MS Stream makes hosting, sharing and distributing video content straightforward (Microsoft, 2021). For organisations that utilise the Microsoft package MS Stream is effective for use in learning delivery and design. The platform provides video sharing across social media making it a useful tool for organisations to communicate around areas such as: 
· Inductions
· Welcome videos from key members of the organisation
· Guides, training and workshops
· Company meeting videos
Due to its virtual nature, MS Stream content can be accessed whenever and wherever you are located providing a point of need advantage for users (Shackleton-Jones, 2019). This aids organisations with a global message or with training around areas such as shared values to easily facilitate meaning that MS Stream is an effective engagement tool for employees. The trainer has the ability to create channels for specific groups, and the platform provides the ability to record who has engaged with the content via audit logs. 
However, the platform does have some limitations, as its only available as a cloud based platform with a cost involved for all users. The content is only available to internal users and the software does not provide the functionality for polls or quizzes. Another limitation is that it does not enable audio only media which some users would find useful for a podcast. Physical setting creates the opportunity to obtain peer feedback for easily than a setting provided by a platform such as MS Stream (Zhang & Kyriakidou, 2014).
Gamification 
Gamification is increasingly used by organisations to increase engagement by rewarding employees by way of virtual badges within a specifically built virtual environment (Ashcroft, 2018). The format can be utilised to understand and address employees learning preferences. As performance can be easily monitored it enables the controller to identify and develop future talent within an organisation. A variation of platforms, situations and scenarios can be provided for learners to evaluate performance and development of competencies (Ranjan, 2020).
Quiz platforms such as Kahoot are interactive, fun and useful tools for reinforcing individual learning within groups without the embarrassment individuals who are not performing tp marks, at the same time recognition is given to top performers. The platform can be used in a virtual or physical setting with the aid of technology such as mobile phones or laptops. The platform provides the opportunity to evaluate the effectiveness of learning provision by providing analytics (Kahoot, 2021).       
A report by People Management and Ashridge Executive Education Hult in 2016 found that online learning still in its infancy despite the volume of time people spend on line doubling in the past decade, however this article was written over 5 years ago and it is evident that the pace of technological change has accelerated and this report may be somewhat out of date (PMII; Ashridge Executive Education Hult, 2016).
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Design is fundamental in organisations achieving the desired out come. Design has an impact on learner behaviour and the environment setting also has an impact on learner’s behaviour.  The design should be transferable to the role or workplace and should be practical and stimulating. Once a training course has been completed it should not necessarily imply that the training is complete, best practice design of learning follows a frame work to support the successful implementation of that training into the workplace. Learning should be built with the learner for the learner including time resource to be provided for practical application of the learning (Diamantidis & Chatzoglou, 2014; CIPD , 2019).
Adult learning theory 
Knowles developed Adult Learning Theory, also known as Andragogy in 1968. The theory differentiated the ways that adults respond best to learning and is based on the premise that adults learn differently than children (Doloriert, et al., 2014). It is only since the 1920 any distinction in theory of learning was made between the way adults and children learn.  The theory is based on 5 key assumptions of adult learners –
1. Self concept – self directed
2. Adult learner experience – own knowledge bank of information
3. Readiness to learn – a desire to understand and invest time
4. Orientation to learning – preparation
5. Motivation to learn
These assumptions and further supported by four key principals heighted below.
[image: ]
Figure 2 - Andragogy
Social Learning. 
In a work environment social learning enables employees to learn from one another enabling objectives to be shared creating impact and credibility of stories. Developed form a behavioural approach, arguing that behaviours are learned via experiences shared with others (Bandura, 1977). Jeffery argues that social learning can be placed on specifically created platforms but that this proves less effective than platforms such as Yammer and Jive as they create the social ability for chat between individuals in a format where employees may naturally gather in a social media context (Jeffery, 2015).  
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For ABER ensuring that learning has been evaluated and the desired objective achieved is essential for return on investment (CIPD, 2020). The utilisation of a model such as  Kirkpatrick 4 levels for evaluating the effectiveness will be imperitive to understanding if the provision has achived the desired result and created the impact within the business  (Kirkpatrick, 1994). Gaining an understanding of the quality of the provision will support the competitive advantage cost (CIPD, 2020). 
Research has been undertaken in to that lack of evaluation of learning (Bates, et al., 2012). For HR and or L&D failure to produce improved performance as a result of a learning provision can reflect in a lack of worth. Ensuring that return on investment results can be evidence based highlights value to an organisation as a  result of design of learning (Diamantidis & Chatzoglou, 2014)
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As with all employment related matters consideration must be appointed to ethics and the inclusion and access for all. No individual should be discriminated against and ABER must ensure that no learning activity results in embarrassment of an individual. Diversity is an essential factor in effective organisations and it has been recognised by scholars and industry that a one size fits all approach to learning is ineffective (Bondie, et al., 2019; Finkelstein, 2019). Examples of factors for consideration are the favoured learning styles and abilities which may also relate to age, variation of both physical and mental abilities of learners and religious beliefs.  
Consideration for diversity provides wider advantages of employee engagement and motivation and can support employer of choice view point by organisations such as Chwarae Teg (Chwarae Teg, 2021; British Dyslexia Association, 2021; Rock & Grant, 2016)
As employers we are governed by law of the Equality Act 2010 but we must also ensure that robust training is provided to stakeholders within the business regarding this matter (GOV.UK, 2015). ABER’s Ethos & Values supports the individuals to act with integrity and ensure good practice within the organisations. 
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The aim of this report was to identify a learning need at ABER that has occurred due to external factors that Covid has presented, the need for ABER was cultural learning for new recruits. The report has analysed contemporary methods, some which can be utilised by ABER to address that learning need. 
As the learning requirement is dependent upon a culture that is unique to ABER it is evident that learning would not be successfully provided from and external learning provider. The learning Culture must be aligned to business priorities and objectives . There is a clear need when developing a learning strategy to understand the direction that the business will take in the future thus ensuring a link to the organisational strategy.  
It is clear that technology will continue to play a key part in the future of learning for ABER. Social learning and gamification are key areas that could support ABER with cultural learning development for new recruits. 
It is clear that ethical consideration is essential for an employer such as ABER. Learning must be accessible to all with consideration given to equality and diversity. As we continue to leave in an aging population with multiple generation workforces we must ensure that the needs of all are catered for. 
Evaluation of the effectiveness of learning provisions must be a consideration to all learning design to asses value for money.  
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ABER must embrace the opportunities for digital learning, promoting connectivity, accessibility and collaboration as the benefits of working ABER.

It is recommended that ABER recruits an Internal Media Content and Events Coordinator with the main aim of producing video content, including Company meeting videos. Events will also be organised, some virtual and others planned for post COVID. Though this may seem excessive to employ an additional person to focus on this area, ABER understands that the value that a strong culture adds is priceless and a key component to our successful business. The cost per annum to implement this will be £28,500 however this role will support other functions within the organisation for example raising ABER’s profile within the local area which will support the HR recruitment function, result in a reduction in agency fees. 
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