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(AC 6.5) Learning and Development evaluation is essential for optimizing investment in training and aligning training programmes to enhance employee performance. The CIPD Professional map outlines that for us to be confident in fulfilling our purpose we need to ensure employees have the correct skills, knowledge and experience to fulfil their roles, so we need to measure this by evaluating the training programmes to keep improving offerings. Hayden (2021) explained evaluation activities can include looking at the impact L&D has on performance, then the transfer of how this has gone back to employees and their role and finally the engagement of employees undertaking L&D activities.  One method of evaluating L&D is Kirkpatrick's model which has four levels, Waite et al (2021) describes it starting with the ‘reaction’ of how a learner reacts to an L&D activity, for example did they enjoy it and was it engaging, then the ‘learning’ stage where Kirkpatrick outlines assessing the extent learners acquire the new skills and knowledge. The third stage is the ‘behaviour’ where we will observe the any changes in the learner's behaviour and see if they are applying their learning into their roles, and the final stage being ‘results’ which would be measuring the impact these changed behaviours have had on the organisation and evaluating is it contributing to achieving organisational goals. Another method is the Thalheimer model, Thalheimer (2018) Model is divided into 8 colour coded tiers, these tiers act like a barometer and that work using a traffic light system, green meaning the learning methods used is the most impactful for the learners results and red being the learning method is not adequate to mearing what was impactful.

(AC 6.2) - Waite et al (2021) describes a learning need as a gap between what an individual wants, needs or is required to do, and what they can do. And explains that learning needs don’t always come from performance issues but are mostly driven by change. Hayden (2021) states that the first step of to creating an effective L&D policy is to identify gaps in employees' skills and knowledge. There are generally 3 types of learning needs, these being compliance, capability, and motivation needs, each of these can arise for different reasons for both the organisation and the individual. These can come from both internal and external factors, for example the organisation may introduce a new online system where the employers will need to train their staff to use the new technology effectively. On the other hand, a learning need may come from legislation updates from the Government, such as The Data Protection Act (2010) and GDPR, meaning organisation must implement adequate training for staff to protect data. And finally, the individual may want to learn soley for their own personal growth and continuous professional development. 


(AC 6.1) - Hayden (2022) describes Learning and Development also known as L&D as an overall business strategy that outlines how the organisation develops their workforce, it specifically looks at skill gaps within the organisation and develops programmes to upskill and align staff to the organisational needs as well as offering continuous professional development. L&D activities are beneficial for both the organisation and individuals, these activities boost employee's productivity and build on their knowledge and skills. Investing in L&D is hugely beneficial to the organisation as the workforce will not only be higher performing, but it also attracts top talent, Growth (2023) found that 87% of millennials say development and growth opportunities are more important to them when job searching. Retention is a major challenge for many organisations and L&D has quickly become a competitive advantage when onboarding and retaining staff. Page (2021) outlined that organisations that foster good L&D activities found the morale and motivation of staff improved, which in hand will retain employees within the organisation. Pace (2021) also highlighted that L&D activities help to drive staff's self-initiative and growth, giving them motivation to pursue their career goals and again are more likely to stay in the organisation as they feel well supported and can see opportunities to grow. L&D activities have several benefits to individuals as it allows employees to enhance their knowledge and skills. Brassey (2021) explains that staff require ongoing investment so employees can keep up to date with changes in the workplace/technology leaving staff to feel confident and motivated.  L&D activities allow staff to have higher job satisfaction.

(AC 6.3) Vanakar (2021) found that employees who are well trained are happier in the workplace, therefore it is just as important to take into consideration the training approaches as well as the training content when creating programmes. Firstly Hayden (2021) describes training as being an instructor led and a very structured learning process and is the process of teaching individuals of a new skill/knowledge which is content based used to develop skills, training is often delivered through a trainer with specific knowledge using presentations, demonstrations, and skills practice. Waite et al (2021) describes facilitation as a more ‘hands off’ approach with the facilitator focusing more on supporting the learning process opposed to delivering learning by providing guidance and structure. The facilitator ensures discussion are productive and any decision made are done collaboratively ensuring there is an engaging and inclusive environment to help with teamwork and participation. Coaching and mentoring are also important L&D approaches, Hayden (2023) explains coaching as a non-directive form of development that focuses on improving performance and develops the individual by providing guidance and feedback particularly focusing on reflection and self-awareness. Coaching is usually on a one to one or in small interactive groups to allow individuals to overcome challenges and develop specific skills. Mentoring is a relationship where one person with more experience acts as a beneficial guide to support another by providing guidance and advice by sharing their past experiences and knowledge to support their mentees to develop. Waite et al (2021) highlighted that all the above methods are valued greatly when used efficiently but suggested blending two or three of these approaches together to make a more complex and interesting programme.  

(AC 6.4) - Hayden (2021) outlined that individuals' preferences and requirements are essential for effective development, therefore it is crucial to accommodate people's preferences and requirements when we design and deliver L&D activities. By doing so it ensures the learning experience for the individuals is effective and engaging, allowing them to acquire the new skills we are teaching. Waite et al (2021) highlighted that everybody has different learning styles and found that L&D delivery methods can only be successful if these needs are taken into consideration. When designing L&D initiatives Anderson (2020) stated considering users with different abilities at the start of the design process will ultimately create a programme that works for more people, for example some people prefer to learn through experience and doing while others opt for a more formal approach such as books or lecture style classes. It is also important to note the individuals preferred learning environment, for examples learning in a group session compared to others who would prefer to learn independently. Additionally, the learner's history of learning needs to be taken into consideration, for example if an individual has previously completed a similar course, it would be a waste of resource and time for this to be repeated. All the examples can be affected by factors such as job roles, departments, and complexity, so these also needs to be considered when designing and delivering initiatives, ensuring that learning can be offered to the employee's convenience.


Employee development is very important to us here at Healthcare on Hand and we are passionate about staff having the opportunity to develop new skills and knowledge in their roles to working to their full potential and excel in their role. We are proud to support staff to develop their skills as they work and encourage staff to progress in our organisation. This Factsheet is designed to raise awareness to our staff that what training programmes we offer and how this is beneficial to our workforce. 

