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Speaker 1: The beginning of the year is a perfect time for a fresh start, not only when it comes to personal goals, but also in the context of corporate objectives. This is usually where most companies begin their employee goal-setting cycle. And what better time than to set the L&D direction for the year as well? Hello and welcome to the L&D Academy's channel here on YouTube. My name is Irina, and today we're sharing seven practical tips on creating a learning and development strategy. First up, what is a learning and development strategy? A good L&D strategy is a treasure map of sorts that leads the organization to reach higher profitability through employee development. It can be used as a tool for improving productivity and motivating staff. A learning and development strategy is essentially a plan or roadmap for your employees to learn new skills and develop their talents. It is meant to help your business grow by optimizing the abilities of your workers. The next question, who should be involved? Ideally, learning and development strategies should be created by several people, not just one person. Let's start with the L&D team. While it might be tempting to take on the role of creating and implementing a company's L&D strategy, a solo approach can lead to many different problems. For example, team members may feel as though they aren't being listened to or that their ideas are not being taken seriously, which could result in frustration in the team and a dip in motivation levels. By inviting everyone, you ensure they've been included in the process. The team will benefit from some fresh ideas and members will be much more invested and interested in carrying out the L&D plan. That being said, if you believe some of the team members might find this challenging or are perhaps too junior or new to the company, then you might want to limit the group to the L&D leadership team or more senior employees. Apart from L&D, you also need to align with some key figures in human resources like the HR business partners, talent acquisition specialists, organization development, and others. Each of these roles will give you a unique perspective of the business, its strategy, vision, and mission, along with their people. And speaking of the business, remember to include them as well. After all, your plan will heavily involve them, so it's only fair that they have a say too. Consider including in the process formal and informal leaders, managers and supervisors, and of course a representative sample of employees. Now that we have these basics out of the way, let's start the countdown into the seven tips for a winning L&D strategy. Tip number one, map out your learning plan to suit the business goals. A good L&D strategy is not only about learning, it's also about performance. So before you start planning any training and development activities, you need to identify how they're going to contribute to the achievement of your company's business goals. To do this, start by asking yourself some key questions. For example, what are your company's business goals? Have these being communicated already by senior management until you fully understand them? If not, it's worthwhile to sit with a member of HR or management, if possible, and go through them to make sure you fully understand where the company is heading and how it will get there. Another question to ask is what are the individual and departmental goals? You don't need to go into details here, but it's helpful to understand what are some of the big ticket items for each of the major departments in the company. For example, does customer service plan on introducing a new tool for messaging clients? And if yes, then that would mean the affected staff will need to get trained. Finally, how do goals translate into employee success criteria? In other words, what skills or knowledge would be needed for employees to be able to successfully complete their individual goals? If productivity needs to be raised by x percent, then employees would benefit from productivity training or tools to help them achieve that. Now that you know what needs improving and why, it's time to map out a plan that will help us get there. And that leads us to tip number two. Shape your plan from the top down. Work with your leadership team to set the right tone. The best way to get your learning roadmap off the ground is by setting the right expectations and culture cascading from the top down. This means getting as much feedback as possible on your designs from both the leadership team and HR, and then of course incorporating that feedback. Keep in mind that they're not learning experts. So be prepared to defend your ideas or push back where you feel you need to. At the end of the day, they're your customers. It's their employees you're designing the L&D roadmap for. So listening to their suggestions and concerns is important, but it is you who should take an expert position and consult them accordingly. And speaking of this, here is tip number three. Research current trends. Take some time to understand what is happening outside the organization. Not just in general or in the industry that your company operates in, but also in the realm of L&D specifically. Are there trends you need to be aware of? New technologies you might want to look into? Or developments in L&D that may be attractive to current and potential new employees? Introducing or at the very least researching new learning trends should always be a pillar in your strategy. Especially if you want to keep up with the times and become or remain a competitive employer. Up next is tip number four. Gather employee feedback. When employees are made to feel that the company not only listens to them, but implements their suggestions, it makes them feel empowered, motivated, and engaged. The voice of your learners is extremely important, especially if you want to inspire them to learn. Consider introducing an annual learning survey to ask them what they'd like to learn, how they prefer to learn, what they see as obstacles to learning, and so on. Similar to an employee engagement survey, it can show any areas of concerns and give you ideas how to improve your current learning portfolio. But that in itself is not enough. You also need tip number five. Define success metrics. Whenever I'm tasked with a big project and wonder where to start, I tell myself start with the end in mind. In other words, know what your ideal outcome should look like and then reverse engineer the steps to get there. And to be able to define and measure this ideal outcome, you would need some metrics. This will help you assess whether or not you're on or off track. Some metrics you might want to observe are things like learning or training satisfaction, which measures how happy your learners are immediately after the learning event. Return on investment or ROI. What was the business impact compared to the money you put into the learning intervention? Learning cost for employee. In other words, how much it costs to provide learning opportunities to someone. And these could be things like training, coaching, webinars, access to online courses, and so on. Retention is another metric. Do employees stay with a company because of the development opportunities? And a net promoter score or NPS. Would your learners recommend the learning intervention or offering to their colleagues? You can get this data by introducing surveys pre and post learning, by conducting focus group interviews, or by extracting it from learning management systems, if your company has one. As soon as this is out of the way, it's time for tip number six. Identify learning priorities. Once you've done your research and initial analysis, you're ready to start creating a plan for the year. A guiding question here should be what are the core learning needs of the business? Depending on how big the company is and how ambitious its business goals are, you might end up with a lot of learning needs that need addressing. How do you tackle this? The answer is by prioritizing. If everything is a priority, then nothing is a priority. Start by looking for learning needs that have the biggest impact on the business and that are most urgent. For example, these could be areas with the biggest number of people being affected, the poorest performance results, the serious performance issues, and so on. Finally, tip number seven. Design a learning strategy roadmap. No matter how good your strategy may look on paper, it's essentially worthless unless you have a plan for how to turn it into reality. Make sure you break it down into specific projects and assign people and timelines to each. Tools like Asana can help you visualize your plan better and keep track of all ongoing learning projects and contributors. You can start with a template and customize it to fit your needs. But you don't have to go and sign up for yet another tool though. Your L&D strategy can live on a Microsoft Word document or an Excel sheet. As long as it has themes, actions, owners, and deadlines, it's an actual plan and an actual strategy. Here's a roundup of all seven tips. Map out your learning plan to suit the business goals, shape your plan from the top down, research current trends, gather employee feedback, define success metrics, and identify learning priorities. And finally, design a learning strategy roadmap. As you set out to create your company's learning and development strategy, remember it is crucial for helping employees reach their potential. A well-thought-out plan will help you support your employees' development more effectively, which will ultimately lead them to perform better in their roles and boost your company's overall success. And that's it for today's video. If you enjoyed it, please consider liking and subscribing for more content like this. And let us know in the comments below what other L&D topics do you want to learn more about? Thank you for watching till the end and good luck.
7 Tips for a Winning Learning and Development Strategy.mp4 (Completed: 09/29/2024)
Transcript by GoTranscript.com	1
