[image: ]

LEARNING & DEVELOPMENT
Learning & Development Policy
Investing in the growth of our people

	ORGANISATION
	[Organisation Name]

	VERSION
	Version 1.0

	DATE ADOPTED
	[Date]

	REVIEW DATE
	[Date - recommend annual review]

	POLICY OWNER
	HR / Learning & Development

	SCOPE
	All employees



This policy template is provided for guidance purposes only. It should be reviewed and adapted to reflect the specific circumstances, structure and requirements of your organisation before adoption. We recommend taking HR and/or legal advice prior to implementation. This document does not constitute legal advice.
SECTION 01
Policy Statement

[Organisation Name] believes that the growth of our people is central to our success. We are committed to supporting employees to develop the skills, knowledge and behaviours they need to perform well, progress in their careers, and help the organisation achieve its goals.
SECTION 02
Purpose and Scope

This policy sets out our approach to learning and development (L&D), the opportunities available, and the responsibilities of employees, managers and the organisation. It applies to all employees and covers development in all its forms - not only formal training courses.
SECTION 03
Our Approach to Development

We recognise that most development happens through experience and relationships, not only through formal training. We encourage a blended approach, often described as '70:20:10':
•   On the job (around 70%): stretch tasks, new responsibilities, projects, secondments and learning by doing.
•   Through others (around 20%): coaching, mentoring, feedback, buddying and learning from colleagues.
•   Formal learning (around 10%): courses, qualifications, e-learning, conferences and reading.
SECTION 04
Types of Support Available

•   Induction and role-specific training.
•   Mandatory and compliance training relevant to the role.
•   Professional qualifications and study support (see the Study Leave and Professional Qualification Policy).
•   Coaching, mentoring and buddying.
•   Leadership and management development.
•   Conferences, webinars, e-learning and self-directed learning.
SECTION 05
Identifying Development Needs

Development needs are identified through appraisals, one-to-ones, training needs analysis, and business or role changes. Individual development is captured in a Personal or Individual Development Plan and reviewed regularly. Development should be linked to both the individual's aspirations and the needs of the role and organisation.
SECTION 06
Requesting and Approving Development

Employees are encouraged to discuss development ideas with their manager at any time. Requests for funded training or qualifications should be made [via the agreed process / to the line manager and HR] and are considered against relevance to the role, business need, cost and available budget. Approval should be obtained before committing to any external course or expenditure.
SECTION 07
Responsibilities

▪ Employees
Take an active role in their own development, apply their learning, and make the most of the opportunities provided.
▪ Managers
Support development, hold regular development conversations, release people for agreed learning, and help them apply it back in the role.
▪ The Organisation / HR
Provide access to appropriate learning, maintain relevant records, and evaluate the impact of development activity.


SECTION 08
Evaluation

We evaluate learning to ensure it delivers value - for example through feedback, the Learning Evaluation Form, and the impact on performance. This policy is reviewed at least annually.
Development may be evaluated through:
· Participant feedback 
· Manager observations 
· Workplace application 
· Business impact
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