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[bookmark: _Toc144294566]CHAPTER ONE: INTRODUCTION 
Employees are considered an important asset that defines the success of an organisation. Consequently, an organisational goal cannot be achieved without human resources' effort. Blake and Mouton (2021), state that training and development is considered a potential way where the efforts and commitment of the employees can be leveraged to attain the set organisational objectives. Training is defined by Blank (2019) as a planned process towards a modification of attitude, knowledge or skill behaviour through learning experience to attain effective performance in any activity. According to Carnevale (2019), development comprises a broad range of activities ranging from coaching to more formal educational commitments and experiences. Development is regarded as a term that emerged in the 1950s and then gradually came to mean essentially the same thing as training. Fetteroll and Nadler (2016) argue that the conflation of training and development is inappropriate. Therefore, training is the learning activity geared towards immediate effect for a particular job. On the other hand, development is regarded as a learning activity constructed for future impact on the role that will be practised (Craig, 2017). 
Training and development in the organisation are regarded as the backbone of proficiency and great effectiveness in the present times. Training and development in the organisation is an ongoing process geared towards enhancing skills, gaining knowledge, clarity of concepts, and changing attitudes through a well-articulated and planned education to increase the productivity and performance of the employees. Training and development in the organisation stresses enhancing the employees' performance through the proper system focusing on skills, methodology and content required to attain the desired objective. An effective training system for the employees in the organisation assists in developing the right skills and knowledge that enhances productivity, which leads to overall growth. Hence, an organisation must structure the proper employee training and development programs to be competitive in the business arena. 
The research will be based on Barclays PLC, a British multinational universal bank headquartered in London, England. It operates as two divisions, Barclays UK and Barclays International, that a service company supports. Barclays UK entails British retail banking operations, consumer credit card business, wealth management business and corporate banking for small, medium and large companies in the UK. Barclay's international comprises Barclays and Investment Bank, consumers and payment business.
[bookmark: _Toc144294567]Significance of the study 
Employees are considered an important asset that defines the success of an organisation. However, the organisation's success or failure is determined by how they are treated. Organisations seek the most effective ways of ensuring that they remain competitive through actual management of the employees. The research will contribute to the present literature on employee training and development as a high-performance tool.
[bookmark: _Toc117766569][bookmark: _Toc144294568] Research Aim 
The main objective of the dissertation is to determine staff training and development as a tool for the high performance of the employees based on Barclays PLC.
[bookmark: _Toc117766570][bookmark: _Toc144294569]Research Objectives 
To determine the impact of training and development on the performance of the employees at Barclays PLC
To determine the different training and development techniques of employees at Barclays PLC
To establish the relationship between training and development and organisational performance at Barclays PLC
To identify the challenges of training and development in attaining organisational goals at Barclays PLC
[bookmark: _Toc117766571][bookmark: _Toc144294570]Research Questions
What is the impact of training and development on the performance of the employees at Barclays PLC?
What are the different training and development techniques of employees at Barclays PLC?
What is the relationship between training and development in attaining organisational goals at Barclays PLC/
What are the training and development challenges in attaining organisational goals at Barclays PLC?
[bookmark: _Toc144294571]CHAPTER TWO: LITERATURE REVIEW 
[bookmark: _Toc117766576][bookmark: _Toc144294572]Introduction
The chapter reviews the literature according to the set research objectives. It broadly discusses staff training and development as a tool to increase employee performance. The chapter provides a comprehensive discussion on how training and development impact the employees and implementation of the organisation. Moreover, the types of training and development opportunities and the challenges of training and development 
[bookmark: _Toc144294573]Concept of Training and development
Training and development concepts evolved from time immemorial. The oldest form of training in Western society is the apprenticeship system developed in the Middle Ages by the trade guilds (Laird, 2012). The decline of apprenticeship movement started declining during the Industrial Revolution period. However, it remains to be an essential aspect towards the training of the employees in the United States. According to Leech (2019), the 1960s saw a tremendous increase in training workshops and other forms of sensitive training. However, the movement's popularity increased in the 1980s through behaviour modelling, which was great for management training (Laird, 2019). Presently, the demands for industries and commerce keep changing and are reflected in the diverse training programs. The new approaches, skills, competencies and operations require new training and development programs from time to time to meet the organisation's needs.
Training and development have become buzzwords in the dynamic, competitive business environment. Training and development is a function within human resource management used to fill the gaps between the present and the anticipated performance. There is a need for enhancing productivity due to the frequent changes in the business environment; hence, effective and efficient training is not less apparent. Loughary and Hopson (2019) uphold that in the changing market phase, all organisations have prospects to grab and many challenges to meet. In the changing situation, dynamic organisations survive smoothly in the present competition. While facing the set challenges, the management is tasked to make the desired requirements regarding policies, rules and regulations (McKillip, 2016). The role played by training and development in the organisation cannot be overemphasised. The corporate marketplace is quickly changing, and businesses must be flexible to adapt to change. 
[bookmark: _Toc117766580][bookmark: _Toc144294574]CHAPTER THREE: RESEARCH METHODOLOGY 
[bookmark: _Toc117766582][bookmark: _Toc144294575]Research Philosophy
Patton (2011) defines research philosophy as a framework that provides the desired guideline on how a particular research has to be conducted based on ideas about reality and the nature of knowledge. The two main types of research philosophies are positivism and interpretivism. The study will consider a positivist philosophy that tends to incorporate a large sample size and produce precise, objective and quantitative data.
[bookmark: _Toc144294576]Research Paradigm 
A research paradigm is a set of ideas, beliefs or understandings within which the theories and practices can function. The research will consider the epistemology paradigm that entails knowledge study, focusing on validity and ways of gaining the desired familiarity.
[bookmark: _Toc144294577]Research Approach 
The research has to consider either a deductive or inductive approach. The inductive reasoning approach entails the formation of general theories from specific observations. Deductive reasoning involves the utilisation of public premises to form particular conclusions. A reasoned approach will be considered since it is based on scientific evaluation, and then a hypothesis is tested.
[bookmark: _Toc117766583][bookmark: _Toc144294578]Research Strategy 
The main research strategies incorporated in a study are either qualitative or quantitative. Qualitative research majorly relies on verbal narratives like spoken or written data. According to Kothari (2014), qualitative research can be defined as a technique of inquiry that leads to the development of an understanding of human and social sciences to find how people think and feel. Quantitative research incorporates logical or statistical observation to draw the desired conclusion (Miles and Huberman, 2014). It establishes the relationship between two variables by utilising statistical techniques such as graphs and tables to steer a more straightforward analysis of the results. The study incorporated a quantitative approach, which revolves around the positivist philosophy and tends to view only factual knowledge gained through observation. It is an effective technique for the study since it allows evaluating a theory through statistical data collection and analysis.
[bookmark: _Toc117766584][bookmark: _Toc144294579]Sampling
Kothari (2014) states that sampling refers to the process in statistical analysis where the researchers take a programmed number of observations from a larger population. The study will consider a simple random sampling technique that is probability in nature. It is a sampling technique that ensures all the respondents can participate in the study. The study will consider a sample size of 35 participants comprised of Barclays PLC employees.
[bookmark: _Toc117766585][bookmark: _Toc144294580]Data Collection Methods
The data collection methods incorporated in a study will be primary and secondary. The primary method refers to the information gathered through the self-conducted research methods. The main aim of primary data is to respond to particular questions that directly affect the project. On the other hand, secondary research is the information that is collected from the previously conducted studies. 
[bookmark: _Toc144294581]Data Analysis 
The quantitative data collected from a questionnaire will be analysed using a deductive statistical analysis. The descriptive analysis will comprise mainly raw data that will be edited for completeness, rearranged, put in order and fed into Microsoft Excel. It will then be converted into tables, frequencies and graphs to comprehend the set trends better.
[bookmark: _Toc144294582]Gantt chart 
The dissertation will take a period of 10 weeks to be completed from the inception to the writing of the final dissertation report.
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[bookmark: _Toc117766587][bookmark: _Toc144294583]Ethical Considerations 
Ethics is an important aspect when dealing with the human participants. The research will be designed and conducted with the highest standards of quality, integrity, ethical propriety, and legal compliance. The respondents chosen for the study will be informed on the purpose, techniques and use of their research. In addition to the significance of their participation, risks and benefits are involved. The respondents will be assured of privacy of information anonymity and must be respected. The data obtained from the study will be collected, processed and stored in agreement with the Data Protection Act, 1998.
[bookmark: _Toc144294584]Conclusion 
In conclusion, training and development is regarded as that section of human resources that complements each other. They are two elements that can be offered to the employees simultaneously with the aim of increasing products. An organisation tries to provide the required support to the employee's abilities to hit the target. At the same time, the development of the employees ensures they get more responsibilities and future plans they were employed for. Training and development define the high performance of employees in terms of increasing their motivation, confidence levels, workplace engagement, workplace relationships and better output.
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