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Stuff We Can ¢’
Help You Plan

Throw on the coffee. We're getting down to business.

o Learning Strategy

Creating a comprehensive learning
strategy that outlines your organization's
approach to employee development,
including goals, objectives, target
audience, and desired outcomes.

o Needs Assessment

Conducting a thorough analysis of your
organization's learning needs, skill
gaps, and performance objectives to
identify training priorities and
opportunities for improvement.

o Resource Allocation

Developing a budget for L&D
initiatives, including costs associated
with training materials, technology,
instructor fees, and administrative
overhead, and allocating resources
effectively to maximize ROI.

o Stakeholder Engagement

Engaging key stakeholders, including
executives, department heads,
managers, and employees, in the
planning process to ensure buy-in
and support for L&D initiatives.

o Impact Evaluation

Establishing metrics and KPlIs to
evaluate the impact of training
programs on employee performance,
skills development, and organizational
outcomes.

e Technology Integration

Leveraging learning management
systems, eLearning authoring tools,
virtual classroom platforms, and other
technologies to deliver training
efficiently and effectively.

o Talent Development

|dentifying high-potential employees,
developing career pathways and
leadership development programs, and
planning for succession to ensure a
pipeline of talent for future
organizational needs.

e Change Management

Managing change associated with L&D
initiatives, fostering a culture of

continuous learning and development,
and promoting knowledge sharing and
collaboration across the organization.




