 LEARNING & DEVELOPMENT FACT SHEETWhy learning and development activities are of benefit to individuals and organisations. (AC 6.1) 
Organisations that promote learning and development and put time and effort into improving staff’s skills and knowledge tend to have higher retention levels than companies that don’t focus on L&D. Although L&D comes with a cost and can be time-consuming the benefits outweigh the rest.  Employees who have had the opportunity to develop their learning and skills have increased job satisfaction and can confidently input new ideas for processes and procedures. Organisational performance depends on having the right people in the right place with the right skills at the right time. (CIPD 2022) the idea of continuously learning and development encourages a spirit of healthy competition among the employees, competition can spur people on to best the best they can be and reach for higher goals. Upscaling current employees is less disruptive than appointing new employees, this can also help create a culture of learning, creativity and innovation (Unrubble 2021)





Different types of learning needs and reasons why they arise for individuals and organisations. (AC 6.2)
Change is the most common reason for learning needs arising, as we move to a more complex technological society, there’s a greater need for computer skills and other technical skills. The law is also continuously changing, this creates a huge learning need in the HR department to ensure legislation and policies/procedures are up to date, although it is not limited to just the HR department, finance services and supply chain create learning needs. Jobs today require a wide range of skills and knowledge: some fall under critical and others may be more desirable, usually the job holder will possess many of the required skills. (Whiting and Martin 2021), to help understand what skills lacking people professionals can carry out a learning needs analysis (LNA) can help identify gaps by gathering data and insights about employees’ capabilities and organisational demands for skill. (CIPD 2022) a 2021 CIPD survey that focused on Learning and Skills At Work found that Organisations are more confident about their ability to address current skills gaps, with 72% reporting that they are able to effectively tackle skills gaps. Understanding the individual’s circumstances such as their current role to help understand what type of training they require, for example, a lorry driver would benefit most from CPC training.
Summarise different face-to-face and blended learning and development approaches, including: facilitation, training, coaching, and mentoring. (AC 6.3) 
A CIPD survey found that the use of digital learning solutions continues to grow overall, with 48% of learning practitioners reporting an increase in use in the last year. Mentoring and coaching fall under the same bracket of approaches but have their differences, a coach will help develop skills and achieve specific goals and objectives, a mentor will help guide through all areas of a persons career not just skills based. Although coaching and mentoring are still seen as one of the most effective approaches, not only are these methods a useful ways to gain new knowledge but can also be beneficial to the organisation’s culture by having employees work together to share and improve skills.  Blending learning is when different methods of L&D are combined, this could mean attending face-to-face training and following up with an online webinar. Hofmann explains that blended learning is attractive to organisations as it may help reduce the overall cost of delivery while improving the quality of the learning. A lot of companies choose to add National Vocational Qualifications (NVQs) to on-the-job training as the person providing the training will be fully qualified to train and assess individuals, another reason why companies choose this approach over coaching mentoring is that there’s less chance that employee will pick up on any ‘bad habits’ from shadowing another member of staff. COVID-19 pushed people to digital learning, CIPD found that whilst some companies struggled with the sudden change, others welcomed digital learning with open arms. 




Explain how, in the design and delivery of learning and development initiatives, individual requirements and preferences must be accommodated. (AC 6.4)
There are many factors that should be considered when delivering training, there are techniques that can be used to figure out the learners preferred learning style, Honey and Mumford can help categorise an individual personal learning style with results such as Activist, Theorist, Pragmatist, Reflector. The result of this can play a big part in which type of training is selected. Understanding the learner’s circumstances would be a good starting point, if the training is face-to-face how long is the commute for the learner? Can the learner drive? If not you may consider online learning or on-the-job training. Having an idea of what skillset the learner already possesses will save time going over topics that are already familiar, you can do this by conducting formal assessments, observing or shadowing employees throughout the working day and also using questionnaires and surveys.


Discuss at least two methods of evaluating learning and development and its impact (AC 6.5).
Evaluation is an extremely important stage of the L&D cycle, if no evaluation is carried out the organisation will not know whether it’s been a success and whether objectives have been met. The Kirkpatrick Model outlines 4 levels for evaluating learning and development, level 1 is Reactions, which is when questions would be asked such as ‘Was this training worth your time?’ helping to gain feedback and ideas on how to improve for future trainees. Level 2 is Learning, this level focuses on what the trainees have and haven’t learnt and how confident they are to put the new skills into practice. Level 3 of the model focuses on Behaviour, during this level you would find out how the training has impacted the employee’s behaviour, this would be measured through observation. The final level is Results, this is the most time-consuming of all as you will need to gather all information from each level and also analyse data on employee turnover and commercial performance (Mindtools). The Context, Input, Process, Product(CIPP) method can be used to understand what went right and what went wrong in a training course, unlike the Kirkpatrick model the CIPP method can evaluate a training program before, during and after it has finished. A popular method would be to conduct a survey, this usually given to learners after the completion of training and can be anonymous if needed, this will ask questions such as ‘do you feel the training has been beneficial?’ ‘would you recommend this course to peers?’. It’s important to keep In mind that some skills develop gradually after the completion of training, and may not be an instant result, the individual would need to first be into situations that require the skills to be used.
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