TRAINING

Aim
The aim of this guide is provide information and
guidance on training in order to:

¢ Identify who training is aimed at;

¢ Highlight responsibilities associated with
training;

¢ Highlight the benefits associated with having
skilled deer managers;

¢ Assist deer managers in identifying learning and
skills needs and sourcing the most appropriate
type of training.

Background

Carrying out deer management activities whilst
safeguarding public safety, food safety and deer
welfare, requires practitioners to have a broad range
of knowledge, skills and competencies. Training has
an important role in developing and maintaining
these skills and competencies as well as bringing
considerable additional, wider benefits. Examples
include:

¢ A safer work environment and healthier

workforce

¢ Improved productivity and profitability

¢ Contributing to sustainability (economic, social
and environmental).

Who is training aimed at?

Training is appropriate for all. In addition to training
required by legislation, deer managers should also be
aware of the range of opportunities available to them
to maintain, upgrade and update their skills.

As well as gaining the basic skills and knowledge

to carry out deer management tasks competently,
practitioners should also consider training as
something that continues throughout their working
life (Continual Professional Development). It should
also be recognised that each individual’s training
needs will be different.

Within the context of deer management, training is
relevant to:
¢ New entrants of all ages;

¢ Existing practitioners;

¢ Land owners and managers;
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¢ Employers, employees, self-employed and
volunteers;

¢ Voluntary practitioners.
Iraining responsibilities

Broadly there are two types of training:

Legally required training: In this context
‘training’ means giving people the information they
need to work safely, when they need it, and in a
form they can understand. Whilst health and safety
laws apply to all businesses, to the self-employed
and to paid and unpaid workers, it is recommended
that even those participating in practical deer
management voluntarily should adhere to H&S
principles.*

All employers/self-employed must:
Provide free information and training on health
and safety to all employees who need it.
Employees:

Have a responsibility to cooperate with their
employers over safety matters (Health & Safety
at Work Act, 1974).

UIDANCE

The detailed legal requirements covering the
provision of information and training are set out

in the Management of Health and Safety at Work
Regulations 1992: Approved Code of Practice and
in A guide to the Health and Safety at Work etc Act
1974: guidance on the Act.'

Training relating to competency skills. These
skills are required to carry out deer management
tasks competently. Improving skills and knowledge
base helps both businesses and individuals develop.

All employers should:

Ensure that paid and unpaid workers have the
skills and knowledge to do the job and that skills
and knowledge are kept up to date.

Iraining Benefits

Training can benefit not just an individual’s personal
development but also enables employers to identify
the right people with the right skills. The potential
benefits and impacts of a highly skilled workforce to
the deer management sector are numerous.

/
For the deer management
sector:

¢ Helps encourage external
P o confidence in the deer

4 Lo management sector.
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self-employed or those carrying out deer environmental)
management as a voluntary activity, & Safer work environment and a
training can provide the following benefits: healthier workforce
¢ Provides knowledge and allows skills

development
¢ Provides evidence of competenc
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¢ Improves employability and prospects For the employer:
¢ Gives opportunity for individual self- Trained staff are considered an o

development and career progression investment in business. Time and
# Helps build confidence and personal ;?ources invested in individuals leads P

g;;%ofcrgent-encourages a professional ¢ Improved business performance

and success through improved o

¢ Improves an individual’s job satisfaction productivity and profitability

¢ Less time and cost wasted through
sickness or injury, claims for
compensation and damage to
equipment

¢ Greater staff morale leading to
better commitment and motivation

¢ Greater customer satisfaction

All of these benefits can be measured.
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» Addressing training needs

r\i‘ Whether as an employer or an individual, the

\‘(5% following three steps will help identify skills gaps and
“—o learning needs and the most appropriate type of

EB} training.

—

mb Step |: Identify skills gaps

Employers in the game and wildlife management
industry have identified many areas which will help
their businesses and help individuals to progress,
including:

Knowledge and expertise in game meat and
hygiene legislation, and food traceability
issues.

There will be an increased requirement for qualified
specialists to advise and deal with these issues.
Greater knowledge of environmental issues,
species, habitat, and management skills
The existing skills of the stalker will be enhanced and
continue to develop to meet the increasing call for
better integrated land management.

Auditing skills.

These skills, such as species counting and habitat
assessment, will be required to manage legislative
demands and development projects.

Business development, management,
technology and communications skills.
Operators will require these skills to compete in a
global market.

Whatever your age, experience or ambitions, there
are qualifications and routes into learning to suit you.
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Employers:

3 Assess what information or training paid or
unpaid workers will need to be effective. This
can be done by:

* management observations
* employee feedback

* meetings

* interviews

* specialist on-line tools**

Evaluate who requires training at all levels

Individuals (employees, volunteers, self-

employed, new entrants):
Assess what information or training you need to

be to be effective but also that will encourage
self development and career development.

Steps 2: /dentiﬁ/ methods
to /// skills gaps/learning
routes

Once skills gaps have been identified, the next step is
to consider how best to deliver training. Learning can
take place by a number of routes and can be either
formal or informal (see diagram below).

Formal training generally involves assessment and
the achievement of qualifications (through vocational
training, academic training or a short course such as
DSC, Food Hygiene, Hunter Training).

Informal training can be work shadowing, events,
workshops-no formal qualification.
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There are also different training environments:
¢ Self study

Coaching

*

¢ Group learning

¢ Work based assignments/shadowing
¢

External courses
¢ e-learning

In assessing training and development needs, it is
important to recognise that each individual’s training
needs will be different.

Establish the most effective type of training
taking into account individual learning
requirements.

Steps 3: Sourcing Trainin
anc_z/) Funding > >

Once you have established the type of training/
learning required, the next step is to find training/
learning opportunities, providers and funding.

Refs

|.The detailed legal requirements covering the
provision of information and training are set out in the
Management of Health and Safety at Work Regulations
1992: Approved Code of Practice L21 1992 ISBN 0
7176 0412 8, and in A guide to the Health and Safety
at Work etc Act 1974: guidance on the Act LI (4th
edn) 1990 ISBN 0 7176 0441 , both available from HSE
Books. For further contact information see BP Contacts.
*see BPG Health & Safety Principles

**Lantra’s Online Competence Framework (OCF) is an
online system that allows employers, employees and
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There are a number of sources of information
depending on the type of training/learning and
funding required. Contact details for all the following
can be found in the BP Contacts page.

¢ Individual Colleges/Universities

¢ Trade organisations and associations
® Scottish Gamekeepers Association

® British Association for Shooting and
Conservation

® British Deer Society

¢ Specialist training-related organisations:

® LANTRA (Sector Skills Council for
environmental and land-based industries)

¢ Skills Development Scotland (provides
comprehensive information, advice and
guidance for careers and learning as well as
extensive support for skills development).

* Deer Management Qualifications Ltd
(Company, which maintains the Deer
Stalking Certificate (DSC), Food Hygiene,
Hunter Training standard, quality assures
the assessment process, and administers
the awards).

volunteers to assess their own skills, recording practical
experiences and achievements as well as qualifications
- a clear must in the sector where many skills are
developed in the workplace and not the classroom.
Based upon industry defined job roles and National
Occupational Standards the OCF provides a skills
recording tool and career maps which arm employees
and employers with a common standard to work

to. It identifies skills gaps so that training can be
implemented, leading towards better skilled employees,
improved staff retention and increased productivity.



