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[bookmark: _Toc224146068]1. Identification of a Business Problem
[bookmark: _Toc224146069]Organisational Context
Since UPN operates in a dynamic, volatile, and competitive business environment, effective employee performance is essential to achieve organisational goals. The workforce plays an important role in maintaining productivity, service quality, and operational efficiency of the firm. This makes it necessary to effectively manage skills and capabilities of the employees, which can provide long-term business success and consistent organisational performance.

[bookmark: _Toc224146070]Description of the Business Problem
Through internal performance reviews, senior management at UPN observed that there has been a decline in employee performance across several departments. Employees are facing constant challenges of effectively completing their tasks, meeting deadlines, and familiarising with changing work conditions. Lack of effective training and development programmes has been identified as one of the significant reasons for this declining employee performance. Employees have been facing difficulties in updating their knowledge and competencies due to limited access to skill development initiatives and structured training programmes. Consequently, they have been failing to meet performance standards. This suggests a severe organisational issue since lack of training and development opportunities can ultimately generate a negative impact on employee productivity and task efficiency, thereby hampering overall organisational performance.

[bookmark: _Toc224146071]Significance of the Problem
In order to efficiently perform job roles and adapt to changing work demands, employees must engage in continuous skills development, signifying inadequate training and development practices to be a significant organisational issue. Due to limited training opportunities, employees may not gain access to the necessary knowledge and acquire new skills or competencies required for changing job demands, thereby failing to perform tasks effectively (Phillips and Phillips, 2016). Consequently, it may result in loss of productivity, poor performance, reduced work quality, and operational inefficiencies. Moreover, with inadequate training, employees do not get career growth prospects, which can reduce their motivation and engagement in the long run. This further negatively impacts performance levels and hampers the organisation’s ability to achieve its strategic business objectives. As a result, it may lose competitiveness and deliver low-quality products or services in the market.

[bookmark: _Toc224146072]2. Research Aim, Objectives, and Questions
Aim: To investigate how employee training and development practices affect employee performance at UPN.
Research Objectives
· To analyse the existing training and development practices deployed at UPN,
· To examine the impact of training and development practices on employee performance,
· To explore how inadequate training and development programmes affect employee productivity and work efficiency,
· To suggest potential improvements in these practices for enhancing employee performance at UPN.
Research Questions
1. What training and development practices are currently undertaken at UPN?
2. How do these practices influence employee performance in the organisation?
3. In what ways does inadequate training and development practices affect employee productivity and efficiency?
4. What improvements in the current training and development practices can enhance employee performance at UPN?


[bookmark: _Toc224146073]3. Critical Literature Review
[bookmark: _Toc224146074]Employee Training and Development
Training and development programmes are undertaken within organisations to enhance human capital through improving employees’ skills, knowledge, and expertise. Training involves planned efforts by companies to improve employees’ job-related competencies through structured learning activities and developing skills to perform tasks and roles (Maršíková and Šlaichová, 2015). In contrast, development aims to focus on long-term learning and growth of the employees by enhancing their overall capabilities, exploring broader career prospects, and instilling leadership skills (Chaudhary and Bhaskar, 2016). This implies that while training mainly focused on developing short-term skills or competencies to perform specific tasks under their existing job roles, development is a long-term process that helps employees to become capable of performing future roles and responsibilities. Modern organisations operate in complex business environments while consumer preferences change rapidly, and new technologies constantly emerge. Therefore, continuous training and development is necessary to ensure employees remain competent. This ultimately generates positive influence on the organisational performance.

[bookmark: _Toc224146075]Relationship Between Training and Employee Performance
Empirical evidence from existing studies demonstrate that training and development programmes improve employee performance by enabling them to remain updated with latest industry trends, enhancing job satisfaction and increasing productivity (Upadhyay, 2023; Sandamali et al., 2018; Mustafa-Sadiku, 2025). While both the studies by Mustafa-Sadiku (2025) and Sandamali et al. (2018) conducted quantitative research to highlight a statistically positive association between training programmes and employee’s performance or productivity, the research by Upadhyay (2023) utilised a qualitative approach of reviewing existing literature to understand the relationship between training and employee performance. This implies that findings from both quantitative and qualitative studies showed similar results of positive influence of training and development on employee performance.
Moreover, Nwali and Adekunle (2021) highlighted that both off-the-job and on-the-job training programmes not only improve employee performance but also act as significant sources of employee motivation. In contrast, recent studies demonstrate that although training and development programmes may improve employee performance, their effectiveness can be ensured by devising them based on market dynamics, consumer preferences, job description, education level and company goals and objectives (Salah and Raja, 2016; Karim, Choudhury and Latif, 2019). These findings suggest that organisations should strategically design and develop training initiatives so that they can effectively improve employee capabilities, motivation, and overall organisational productivity. While several studies report a positive relationship between training and employee performance, many of these studies depend on self-reported survey data, which may introduce response bias. Likewise, most studies examine multiple organisations across industries, which may ignore organisation-specific workplace factors.
[bookmark: _Toc224146076]Theoretical Frameworks
[bookmark: _Toc224146077]Human Capital Theory
According to human capital theory, employees are considered as a competitive advantage that firms intend to gain and create a source of value creation by investing in their knowledge, skills, and abilities in different ways (Wuttaphan, 2017). Since employees are viewed as assets, firms invest in human capital with expectations of gaining positive value in the future. Based on this theory, significant investments in training and development programmes to develop employees’ competences and job-related skills can improve their performance to carry out tasks more efficiently, which ultimately result in positive organisational outcomes.

[bookmark: _Toc224146078]Social Learning Theory
Bandura’s social learning theory emphasises learning through observation and modelling. This theory focuses on various environmental and cognitive factors influencing human learning and behaviour where individuals learn from each other through observational learning, modelling, and imitation (Ismail, Abdul-Majid and Musibau, 2017). In organisational context, social learning takes place in three ways including indirect experience, physiological situations, and oral persuasion. However, this theory does not focus on how this learning may influence employee performance.

[bookmark: _Toc224146079]Selected Framework
While both Human Capital Theory and Social Learning Theory explain employee learning, this study will adopt Human Capital Theory as the fundamental theoretical framework. Since this theory focuses on explaining how organisational investment in training and development improves employees’ skills, it is relevant for examining how training and development practices influence employee performance and productivity. In contrast, while social learning theory emphasises behavioural learning through observation or modelling, it does not focus on the strategic value of training as an investment to improve workforce capability. 

[bookmark: _Toc224146080]Research Gaps
Although existing studies demonstrate a positive relationship between training and employee performance, limited research has examined this relationship through direct workplace observation within a single organisational context. This creates a gap in understanding how training practices influence real-time employee performance behaviours. Since many studies utilise either surveys or literature reviews, real-life workplace issues remain underexplored. Moreover, there exists limited evidence about how lack of effective or poorly implemented training and development practices affect employee performance. Thus, the current study aims to address these gaps by investigating the impact of training and development practices on employee performance within the specific organisational context of UPN, which will provide context-based insights about training effectiveness.

[bookmark: _Toc224146081]4. Research Methodology and Design
[bookmark: _Toc224146082]Research Approach 
A quantitative research approach will be adopted in this study to investigate the impact of training and development practices on employee performance at UPN. This approach is suitable because the researcher can collect measurable data and analyse patterns between variables, unlike a qualitative approach (Saunders, Lewis and Thornhill, 2019). Through this quantitative approach, the study can objectively evaluate how training practices or poorly implemented programmes have been influencing employee performance within the organisation. Moreover, this research can further identify relationships and trends within UPN to investigate any potential issues systematically.

[bookmark: _Toc224146083]Research Design
Since employee behaviour and performance need to be examined within the workplace environment of UPN, this study will use an observational research design. Under this research design, the researcher will observe how employees can apply their skills and knowledge to perform tasks and solve problems, which can provide detailed insights regarding the effectiveness of existing training and development programmes implemented within the organisation (Adams, 2007). Unlike experimental or exploratory design, this method is appropriate since it enables the researcher to collect real-time behavioural data within UPN.

[bookmark: _Toc224146084]Data Collection and Analysis Methods
Structured workplace observation will be used to collect data by observing employees perform their tasks after receiving training programmes (Crowther and Lancaster, 2009). Employee performance will be measured using observable indicators such as task completion time, number of errors in task execution, and accuracy of work output. Moreover, key performance indicators will be recorded using an observation checklist and converted into numerical values, thereby maintaining consistency throughout the process. Descriptive statistics such as frequency counts, percentages, and bar or pie charts will be used to organise and summarise collected data, including recorded performance indicators such as task efficiency, accuracy and completion of assigned responsibilities (Saunders, Lewis and Thornhill, 2019). These will provide insights about the impact of existing training and development practices on workplace productivity and performance. Additionally, MS Excel will be used to manage, organise, and analyse the collected data. Consequently, this will present the data in a systematic manner.

[bookmark: _Toc224146085]Sampling Strategy
The study will use a convenience sampling strategy to select participants who are accessible, available and willing to participate in the observation process. Due to limited time and access constraints, probabilistic sampling techniques cannot be utilised in the current study, which makes the convenience sampling method appropriate (Cooper and Schindler, 2014). The target population will include all employees at UPN, from whom around 30-40 individuals from various departments will be observed. To gain a broader understanding of employee performance patterns and the impact of training and development practices, selecting employees from different departments will be suitable while extracting data on various job roles and responsibilities.

[bookmark: _Toc224146086]Research Ethics, Reliability and Validity
For responsible data collection, the entire research process will be carried out by following the ethical guidelines of the university. To ensure voluntary involvement of the employees, they will be informed about the research purpose and process beforehand, thereby encouraging participation based entirely on willingness, availability, and accessibility (Walliman, 2004). No personal identities will be disclosed in the research findings; thus, confidentiality and anonymity will be maintained throughout the research process. Moreover, data will be collected only for academic purposes and destroyed after use. To ensure reliability, a structured observation checklist will be developed to record employees’ performance indicators, while validity will also be ensured through observation criteria created based on the research objectives to measure employee performance effectively.

[bookmark: _Toc224146087]5. Business Relevance and Practical Implications
[bookmark: _Toc224146088]Organisational Decision-Making
Through this research study, managers at UPN can gain insights about issues related to training and development practices at their organisation, which are affecting employee performance. By evaluating the effectiveness of these practices, this study can identify current gaps and determine whether these programmes are supporting employees to efficiently perform their tasks. Thus, managers can engage in informed decision-making by implementing effective HR policies related to resource allocation, job responsibilities, and training and development strategies. 

[bookmark: _Toc224146089]Potential Recommendations
This research study is expected to provide practical recommendations about how UPN can improve its training and development strategies based on employees’ current skillset, job performance, education level, and company objectives. In this regard, findings can reveal if the firm needs to undertake more structured training programmes or develop continuous learning opportunities rather than investing in job-specific skill development. Through these strategies, employees’ competencies can be improved alongside enhancing their engagement and overall organisational performance.

[bookmark: _Toc224146090]Contribution to Applied Business Research
By undertaking this research, I will gain more knowledge about applying business research methods, understanding organisational problems, and critically analysing information. Moreover, I will acquire improved ability to apply theoretical knowledge to real-life workplace issues and create evidence-based solutions that would help undertake effective business decisions.
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