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Abstract
	Training and development are a fundamental component in any association's Human Resource functions. This is due to its contribution towards the satisfaction of employees and the capabilities of organizations of retaining experiences and skilled staff. This research proposal makes an evaluation of this by analyzing the relationship between trained employees and how they are retained in the UK banking sector while assessing the work environment in Lloyds bank. The banking sector within the country is a revolutionized industry which is constantly changing. By using a qualitative approach, this proposal also lays out the data collection methodology expected to be used in the study while also supporting the significance of the study with a wide range of literature addressing the topic. An assessment of how training affects the retention of staff is, therefore, critical to the development of an understanding on ways in which banks in the UK can retain their employees for increased efficiency. 
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How Training Affects the Capability of Retaining Employees in Bank Institutions: An Analysis of the UK Industry
Chapter 1: Introduction
1.1 Study Background
                Human capital acts as a strategic aspect for the attainment strategic benefits. Companies should design effective retention strategies like the training of employees and health and safety procedures for the attraction, motivation, and retention of their staff hence boosting the overall performance of employees and their retention (Armstrong 2009). The loss of critical staff usually has adverse impacts on a firm. The employees that firm is interested in retaining usually have the highest likelihood of leaving. Cole (2002) states that each employee is usually some minutes from resigning. Workers in the present age have no hesitating about leaving their present employment for better working environments and conditions. Within the banking industry, a large number of workers have abandoned their work stations so as to be employed in other nations (a phenomenon known as brain drain), in which a retention strategy is integrated with effective human resource procedures which enable the motivation, attraction, and retention of employees, hence, boosting productivity within a company (Kagwi 2018). One of the major challenges which face a large number of firms is ways in which important employees can be retained. Society is now increasingly more focused on the acquisition of knowledge, where employees are viewed as a strategic resource that is significant for a business to survive (Armstrong 2009). An essential aspect in practices for managing business is to integrate human resource processes and corporate processes, for the successful motivation, attraction, and retention of workers who survive the redesigning of organizations, downsizing, and the reorganization of initiatives (Cole 2002).
	Strategies for retaining employees should be founded on a comprehension of the aspects which impact whether the staff chose to stay within the organization. The young generation workforce is characterized by a higher rate of frequently changing jobs and employees- this is mainly attributed to generation Y. There are issues concerning the organization and employees which can impact whether is retained may be associated with the existence of an adverse or positive background, which include the existence of a training opportunity, the brand image of the firm, being recognized, leadership styles, work surroundings, any promotional opportunity, the mentoring of employees, involvement of employees in decision making, and any related policies that may exist (Armstrong 2009). The rate of turnovers is highly affected by economic conditions. With a growth in the economy and a large number of jobs, retention of employees has increased in difficulty even with the appropriate motivation (Nyanjom 2013). The human resource managers are responsible for coming up with viable and better strategies for the attraction, retention, and motivation of staff, to enable the achievement of goals set by employees and organizations (Anne 2015).
1.2 Intent of the Study
	A high rate of losing employees results in an organization not being able to provide appropriate conditions and a satisfying environment to workers (Marquis & Huston 2009). At a corporate level, the loss of staff results in several disadvantages, which involve training expenses for new employees and the using up of time utilized in introductory practices of these employees within the firm. Workers who leave an organization usually leave with a vast expanse of knowledge and experience obtained while working in the organization. Usually, they have well-established links with different stakeholders of the firm. Moreover, firm’s face a large number of costs in direct relation to turnover, with the inclusion of the needs of the administration, and the costs of employees. The costs of replacing these employees involve advertisements and the procession of employees. These relationships act as the base for the reinforcement of positive interaction between the staff and consumers (Hassan 2013). Aside from the benefits on a firm, retaining skilled and productive staff has economic impacts for the firms as well as the country’s economy in its entirety (Samuel et al. 2009). Losing experienced employees within this industry, who have a high specialization of skills, has an adverse effect on the abilities of companies within the field to compete, as replacing and training new staff may be costly. Chen (2014) makes a strong argument that employees need to be under management, and he makes career opportunities, work environments and managing performance as being essential to retaining employees. This is also a sentiment also stated by Elnaga et al. (2013) who state that retention aspects (compensations, job features, training opportunities, and the equilibrium between work and life) are responsible for the facilitation of a worker’s decision as to whether to remain within their work environment. Hence, this study will be focused on how training methods affects relationships between employees in their work environments and how it affects how employees are retained within the banking sector.
1.3 Background of the UK Banking Sector
	The banking industry has a critical part within the UK’s economical industry. It is useful in the generation of new job openings, revenues for companies, provision of service to consumers, firms and government-based agencies. Within Britain, the banking sector started in the 1600’s. The industry is mainly regulated and controlled by the Bank Charter Act. The accounting systems and procedures for maintaining records have been continuously improved in the 19th century with the dominating banking institutions including Barclays and Lloyds (Storey et al. 1997). There was also the introduction of computer within the sector which was followed by the launching of credit cards and ATM. Currently, every bank in the country provides the same superior service offering. Aside from banking, other financial service like insurance and investment funds have a critical function within Britain’s economic situation (CIPD 2005). 
1.4 Lloyds Bank
	Lloyd is a retail bank in the UK which underwent establishment in 1765. It has a wide extension of outlets and ATMs in the UK with the provision of services spanning through the entire day. Currently, the bank has more than 16 million clients. It provides an entire array of services and products related to its banking function. It also has various branches in other nations such as America, Australia, and China. The bank has three functional HRM areas which include planning, development, and recruitment. Development acts as the major HRM function and involves training and developing employees, planning their careers, and appraising their performances. Within the bank, training is structured for the provision of experience and expertise that a learner requires for their present job. Lloyds provides various types of training to varying employees as per their job profiles. It provides training on areas such management practices to its managerial employees. It also provides computer-based training to various departments since their performance also relies on working with computers. There is the provision of web training to employees to assist them in structuring the websites as concerned with e-banking. There is also the provision of consumer services and training of sales people to sales department who have interactions with various individuals and selling them the products. There is also a provision of security guard training to the employees.


1.5 Research Problem and Significance
	Retaining employees is a critical element for efficiency in an organization (Govaerts et al. 2011). It is one of the limitations which face in many firms along with globalization which has increased the competitive forces and how mobile highly-skilled staff are. There have also been different obstacles which have affected its expansion and there is a need for the mitigation of some of the limitations for an organization to gain dominance in the market. Within the banking industry, there has been great loss of employees, where staff decide to quit the banking environment to establish better positions in other banking environments. This is usually as an outcome of extended working hours in various banks, an increase in the level of work, insecurities within the job environment, and being dissatisfied with the work pay. These factors have resulted in a large number of employees with qualifications who have the appropriate knowledge and skills to stop acting within this sector and find better opportunities in another lucrative sector with the inclusion of consultancy (KBA 2015). 
	The elevation of the number of major banks within the banking industry in the UK, has acted as both beneficial and disadvantageous to different stakeholders. With the heightening of new banking facilities, this has resulted in strong forces of competition among several players in the industry. This level of competition has both positive and adverse impacts which involve producing commodities of high quality, improvements in technology advancements and also as a result of the difficult business surroundings, strong competition has resulted in some banks being closed or shutting down their procedures, closing some branches, laying-off of staff, introducing pay-cuts. This means that the laid-off employees have lost their daily livelihoods and to the employees that are still within the firm, this results in the increase of the amount of work, extended working durations, and payment cuts for individuals that are interested in the retention of their existing jobs, as an outcome of recessions in global markets. The absence of promotional opportunities, has also acted as a consistent issue with employees within this sector in the UK. A large number of employees work more than 5 years in their different occupational levels, without experiencing promotions. Others have worked for periods beyond 15 years yet are still within the same job group after decades of working for a firm, and this has resulted in decreased employee morale, poor service offerings, and increased absenteeism rates along with managers failing to make sure that promotion policies in banks within the UK (Hassan 2013). The lack of advancement opportunities has also resulted in employees within the banking sector being demotivated. Employees in banks have to work for extended periods of time. As opposed to normal working periods in other industries, and this results in high levels of absentee employees and a failure by a large section to effectively balance their work lives with their personal lives. This lack of equilibrium results in poor service offerings as employees are dissatisfied in their work environments and poor relationships with consumers and this, in turn, affects the goals of employees and the goals of the organization (CIPD 2005). An absence of proper training and development has greatly limited efficiency within the banking sector. Employees do not have proper training on consumer relationships and links with other stakeholders, and this has resulted in increased complaints from customers and poor delivery of services of employees. This may be associated with the lack of training which indicates that employees do not have the necessary knowledge, skill, and capabilities for the efficient and effective tackling of their duties and responsibilities for the attainment of set goals and objectives.


1.6 Research Aims, and Questions
	 Identifying training practices that are used in Lloyds Banking Group and how these practices affect the level of employee retention is the core aim within the study. One of the objectives of the paper is to make an investigation of the extent to which employee training affects how employees are retained within the UK banking sector: while focusing on Lloyd’s institution. The specific objectives of the paper will include;
· To make an establishment of the impact that training of employees has on retaining staff in Lloyd’s bank.
· To determine the general impact of management support on training methods within Lloyds Bank.
The main research question will be: 
How does employee training affect the number of staff retained in the UK banking industry? Other sub-questions will include;
· What methods of training does Lloyds banking group use?
· What effect does the support of the management have on the retention of employees in Lloyd Bank?




















Chapter 2: Review of Literature
2.1 Effectiveness of Staff Training
	To train an employee the procedure involved encompasses a shifting in thoughts, behaviors, as well as actions which is caused by changes in aspects such as employee competency (Blumenthal et al. 2012). Training increases the level at which one is compatible with opportunities of advancing within their career fields based on one’s capability to efficiently handle uncharted fields of responsibilities. Therefore, it acts as an investment in the employees whether when undergoing initiation by one person or the entire firm (Blumenthal et al. 2012). Training presents the staff with specified assists in correcting any issue concerned with an employee's performance (Chew 2004). Training is essential if employees are to be up to date with quickly shifting technologies which quickly change the kind of skills needed. The main objective of training within the work environment is the development of the capabilities of an employee and the satisfaction of the existing human capital needs within the firm. Dessler (2008) views training as being a process where employees are armed with the appropriate capabilities and skills needed for the performance of their jobs and hence enhance performance. In comparison, to development, training can be stated as being short term. Cole (2007) defines training as a learning procedure that is focused on imparting new information for enabling employees to take part in the better execution of their tasks. This will assists employees in the acquisition of new skills in relation to any advancement in related technology and the emergence of another external factor. There has been a recognition of training as being a core function in managing employees. Hence, the study will also assess whether the training of employees can be founded on the accumulation of an increase in qualification and whether its basis on an appropriate criterion, leads to increased employee retention. Dessler (2008) states that for the development of skills and capabilities with specificity to the company, it is significant from an organizational perspective for the training of staff as according to their company's particular skills and capabilities. Organizations can engage in the creation and enhancing of the quality of the current staff through the provision of comprehensive training. Therefore, research shows that an investment in the training of staff is finding solutions for problems that exist in the workplace hence advancing effectiveness in the organization. Armstrong (2009), Chen (2014), states that a training opportunity increases how an individual performs and how committed they are to the organization in regards to advancing their careers, impact how employees behave. Hameed et al. (2014) state that training acts as an encouragement of staff to effectively enhance their information level or skills. Sandhya (2011) states that training is an aspect of developing employees and when conducted appropriately, it can result in the enhancement of how an employee performs. However, it must be noted that training can only be characterized as effective under conditions of proper planning and effective execution. Training methods should hold a level of appropriateness to the nature of the staff, the tasks they conduct and what the training is meant for. How effective training procedures are should undergo evaluation so that adequate enhancements can be conducted within it after a specified period of time. Therefore, before an employee is trained, the program must undergo careful planning and evaluation and the staff exposed to this training should be obtained through purposeful selection. 
2.2 Methods of Employee Training
	Apart from being essential to the experience that employee has, training improves the operational processes of an organization. Advancements in technology have greatly shifted the training method options that training managers actually have. One of the main training methods is instructor-focused classroom training which is a traditional method that involves lecture-style processes. This method is highly popular within the human resource sector due to the wide range of benefits that it presets. One of the main benefits is the allowance for personal interactions while also enabling employees to build their relationships with those around them. However, this method is usually very limiting since it is a very rigid method. There are also procedures largely founded on interactions which may involve discussions within small groups and demonstrations. This method enables interactions and is effective in the transfer of knowledge (Sandhya 2011). Hands-on training enables employees to get their hands on what they are learning and is usually very critical for boosting knowledge-recollection and improving the retention of information by employees. Lastly, there is technology-based training which involves all types of training conducted on computers. This training has become very popular among modern management. 
2.3 Challenges of Employee Training
	In the training of employees, several challenges are faced which range from ensuring the stability of high performing individuals that drive the organization to obtaining success from employees with potential that is untapped. The development of employee potential is usually a challenge as many employees do not have the necessary preparation for elevations within the work environment which often results in failure at promotions (Chen 2014). The management of performance is also an issue as low performing individuals can spread negativity in regards to the organization that may significantly impact the morale of employees. Without the proper management of the staff, goals may not be achieved in time resulting in slow progression of work operations (Govaerts et al. 2011). Inconsistent training is an issue that occurs in organizations that are spread across various locations with several trainers. This is because there is usually inconsistency in the type of training provided. This is further worsened by the increase in flexible employees as the delivery of flexible training programs is difficult. Flexible training programs have to adhere to each employee’s convenience which may affect the quality of training that is actually provided. 
2.4 Staff Retention
	Staff retention involves efforts by organizations for motivating experienced and skilled staff to stay within the firm. A major section of retaining capable staff is the attraction of the appropriate people to the firm in the first place through the utilization of effectiveness within workplace and procedures used to recruit and select employees. One of the right individuals are attracted, some strategies can be used in their retention (Armstrong 2009). The turnover of employees usually results in high costs and disruption. This calls for procedures that can help in the retention of employees. Retention procedures should be included within the first stages of recruitment and selection. Retention strategies make consideration of retention issues that a firm may be facing and created processes through which solutions for these issues can be established. Managers and leaders can create an appropriate work environment, in which tasks can be conducted efficiently. Challenges which may make employees consider leaving the workplace should be prioritized for fixation (Armstrong 2009). Cole (2002) makes a proposal that the utilization of risk analysis for quantifying the possibility of loss of essential individuals or essential work occupations from having vacancies. Risk analysis may be conducted through the initial identification of any potential risks- the critical individuals that may decide to work for another organization and for category, make an estimation of this taking place, how damaging the loss will be on the organization, and when the employee can be replaced. 
	An indication of any reason that may cause the employee to leave, and what steps should be taken can be obtained through an exit interview. Firms should increase their reliance on the outcomes of attitudes opinions or surveys for the identification of any work aspect that may dissatisfy them. The retention plan should make a proposal of actions that would have a focus on these areas in which not being committed or dissatisfied can take place. Concerted action is needed for the retaining skilled individuals, but there is a limitation to what an organization is able to accomplish. It is also essential to motivate talented staff to provide contributions within the workplace while accordingly valuing them for these contributions. Retaining staff is critical to organizations due to the adverse effect that high staff turnover can have on a firm. Cole (2002) makes the argument that the retention of employees requires management and identification of all essential human resource areas which affect whether an employee chooses to stay or not. Govaerts et al. (2011) makes an observation that there have been studies have established that the intention of staff to stay in a firm are impacted by a group of variables that include the individual features such as gender, occupation level, the type of tasks, and appropriate working environments with the inclusion of aspects such as the quality of existing supervision. Previous research has made identification of several factors in regards to retaining employees within a firm (Chen 2014). Retention involves the prevention of individuals from leaving an organization to work in other environments. This requires that firms and its different stakeholders, should increase the attention that they pay to the employee market and have a full comprehension of what individuals seek from the working environment for their retention (Armstrong 2009).
2.5 Theoretical Framework
2.5.1The two-factor theory
	This was established by King (1970) is an essential theory which makes an explanation of what leads to the satisfaction or dissatisfaction of an employee. Hence, it acts as an essential theory to be assessed when examining how employees are retained. Herzberg made the proposal of this theory where there are several job aspects whose outcome is satisfying employees while some job aspects exist which are responsible for the prevention of dissatisfaction. These factors can undergo classification into hygiene and motivator factors. Hygiene aspects can undergo definition as aspects which are essential for staff to be motivated within the work environment (DeShields et al. 2005). These are external features within the work environment. They prove as essential within the work environment as they are required for the avoidance of dissatisfaction. These factors make a description of the job environment scenario. They are a symbol of the physical or related needs which an individual or employee wants to be fulfilled. This is dependent on the environment that an organization creates. There has to be improvements and advancements within a firm for the motivation of employees to perform better. The work itself has to have meaning, hold the interest of employees and present a challenge for the staff while also motivating them. This theory holds relevance of the study as it is an essential theory which makes an explanation of the satisfaction or dissatisfaction of staff and therefore, acts as an essential resource when assessing staff retention. 
2.5.2 Hierarchy of Needs Theory
	This acts as a highly popular theory in regards to motivating and satisfying employees (Gawel 1997). While assessing the psychology of staff, Maslow makes an argument that the needs or requirements that exist to motivate an individual can be structured within different levels. When a certain platform of needs has undergone satisfaction, it ceases to become a motivating factor for the individual. Hence, the next higher level of need has to undergo activation for it to have a motivating effect for the employee to be satisfied. Maslow et al. (1987) made an identification of five different platforms of needs, each organized according to importance; physiological needs, safety needs that refer to an individual being protected, social needs that include the development of relationships with other individuals, self-esteem needs which refers to pride provided by other individuals, and self-actualization which is  achieved when an individuals is fulfilled and accomplishes their goals resulting in growth (Wang 2016). 
2.5.3 Vroom Expectancy Theory
	It makes an assumption that by consciously making a choice, an individual develops their behaviors along with alternatives whose main objective is the maximization of pleasure and minimization of pain (McMenemy et al. 2007). Vroom made the suggestion that the relation between the behavior of employees in the work environment and their objectives is not as simplified as presented in other studies. Vroom came into a realization that how an employee performs is founded on their own factors like the skills, experiences and capabilities they possess. The reward will make the satisfaction of an essential need. The desire for the need to be satisfied is strong enough to ensure that the effort will contribute towards its achievement (Parijat et al. 2014). 
2.6 Conceptual Framework
	The figure below makes an illustration of the conceptual structure for the research, with an identification of the framework upon which the research is based.



Chapter 3: Research Methods
	A qualitative research method will be utilized in the study. This method is chosen as it is mainly concerned with the establishment of answers to the whys and how’s of the occurrence being assessed. It will extensively be utilized for the study of human behaviors, opinions, themes and motivations of employees within the banking industry. This will involve using different techniques for the development of a deep comprehension of how employees make a perception of their working environment and in consequence, whether they chose to stay or leave these environments. 
3.1 Research Philosophy and Design 
	An ontological research philosophy was utilized for a better understanding of employees and how they are affected by training activities. Ontology is a system belief which conducts a reflection of an interpretation by individuals concerning what is a fact. Specifically, a subjectivist view was integrated for the understanding of the perception of employees and the consequences of these perceptions. It makes a perception that a social occurrence is created from how the views of individuals affected by their existence. It can also be defined as a standing within ontology which makes an assertion that social occurrences and what they mean are continuously being accomplished by involved individuals. By taking an ontological position, the study gains a stable platform for an assessment of the nature of social entities, who in this case refer to bank employees, and how they view training as affecting their choice to stay within their working environment. Due to this philosophy, the banking firm will be viewed as a tangible object which has rules and regulations with individuals appointed to different jobs. Orodho (2004) makes a definition of research designs as being schemes, outlines or plans which are utilized in the generation of solution to research issues. A descriptive research design shall be utilized for the identification and description of how training affects how staff is retained in the banking sector within the United Kingdom. This design refers to a technique that includes the observation as well as the description of the behavior of individuals with no effect on it. It was mainly used to enable the observation of subjects within a natural environment that is not changed. Within descriptive research design, information can be collected through ways; observational, case study, and survey. The main focus within this paper will be the case study method. The research design will be useful in establishing Lloyds bank as a social case study environment to understand the relationship being studied. This design may also be useful in establishing data that can be utilized for future quantitative research design of the same topic. 
3.2 Target Population
	Target population is the population which the researcher wants for the generalization of findings. It is group of the population which shares the same characteristics and has undergone identification as the intended audience for the research. The target population is the employees involved with the banking sector in Britain. The population will further be defined down to managers at different levels in Lloyds Bank in London for the representation of the staff in the banking sector. Information obtained indicates that there are more than 300 employees within the London Branch pf Lloyds Bank. This sample size was chosen as it assisted the researcher with the capability to understand the target population without having to study the whole bandwidth of the population. Sample sizes refer to a measure of the number of sole samples that undergo measurement or observations utilized in a survey. This identified group was also within the cost constraints and limitations of the research study.
3.3 Sample Design and Frame
	Purposeful sampling was utilized for the selection of a sampling frame. This refers to a technique where a qualitative researcher used for recruiting participants that can provide in-depth and detailed information concerning the occurrence being investigated. O’Leary (2002) defines a sampling frame as being a listed presentation of the target population within which samples are obtained. While selecting the size and structure of the population, transparency will be maintained to make sure that the outcomes of the study are approached with the appropriate perspective. As the study focused on the case of Lloyds bank, its employees were viewed as an effective sample for the target population which was the entire banking industry.
3.4 Data Collection Methods
	Data collection is the exact collection of data which has relevance to the research objectives (Cooper et al. 2011). The researcher shall utilize semi-structured interview as the core tool for collecting needed data and focus groups as a secondary tool. Semi-structured interview can be defined as research instruments which consist of a line of questioning and several prompts for the collection of data from each respondent. This tool was chosen for its ability to enable the collection of the most complete and accurate data in a logical flow by the researcher. In a semi-structured interview, respondents shall not be provided with options to choose their answer. The respondents will instead answer whatever seems best to them. This will provide greater freedom for the respondents and in-depth data will be collected utilizing adapted questions to the specific individual. One of the main benefits of this is that the use of this approach will result in the provision of detailed responses. Focus groups will be utilized to seek open and complete perspectives on the impact that training has. The respondents chosen will act as a representative sample of all the employees within the British bank sector. This will be critical in providing insights that have consistency with those obtained within the semi-structured interviews. A focus group will provide the researcher with an opportunity to observe the dynamics among the employees and their opinions concerning training methods. Investigator bias will also be minimized as there will be proposing of the options and the respondents will make decisions for themselves and express themselves freely (Neuman et al. 2006). However, the detailed answers received will be difficult to analyze and conduct the interpretation of the data collected. Researcher bias may also be introduced during the analysis of the data collected. Respondent bias can also be introduced in the respondent providing the answers has biases concerning their bank and its processes. Semi-structured interviews will enable the recording of more data by enabling respondents to indicate what is critical to them, by using their own words and methods. It will also provide the interviewer with the freedom to tailor the questions to the situational context and the individuals they are interviewing. This will be useful in producing rich data, which includes observational data. 
3.5 Data Analysis and Presentation
	The researcher will also utilize qualitative techniques for data analysis. A deductive approach will be used for data analyzing data. This includes the analyzing data on the basis of a framework already established by researchers. The questions can be utilized as a guide for the grouping and the analysis of data. Charts and graphs will be utilized for the presentation of the responses obtained from the respondents. Qualitative techniques shall be utilized for analyzing questions within the semi-structured interview and the provision of increased detailed responses. Before any response is processed, the interview records shall undergo inspection and editing to ensure that consistency is established. The data shall then undergo coding and entered into a processing system to enable the grouping of responses to different categories. As qualitative data will be obtained, it will undergo analysis through content analysis. This is utilized for the determination of the existence of some phrases or statements in the qualitative data collected. The researcher will be able to take part in quantifying and analyzing any interpretations and links of specific phrases and statements. Within this study, the themes and concepts that content analysis will be based on include; training, training methods, choosing to stay, job satisfaction, management support, and retention. After analysis, the outcomes will undergo representation in the form of graphs since they can be easily interpreted and read and provide a graphic presentations of the varying data provided by participants. Descriptive statistics will also be utilized for summarizing the data through the use of percentages and frequencies. 
3.6 Reliability and Validity
	Reliability is the measure of the stability or consistency of scores within a testing instrument. This will be conducted through inter-rater reliability which refers to the extent to which there is consistency in the judgments of different observers. Two observers will be used to assess the interviews and focus groups and rate the behavior of each respondent. Validity can be referred to as the level to which a study conducts the measurement of the factors it is intended to measure. The validity of the research will be enhanced by using a control group for the semi-structured interviews and focus group. The control group will be structured at the same time the sample to be studies will be identified. This will involve employees that have not undergone training within the banking industry. The creation of a control group will act as a base on which to draw comparisons on employees that are trained and those not trained and how this affects their decision to be retained within the bank working environment.
3.7 Ethical Consideration
	The main ethical consideration for this paper will be ensuring the voluntary participation of respondents. This will be to make sure that the respondents make the choice to participate on their free will. Another ethical consideration will be obtaining informed consent so as to ensure that the respondents are fully informed in regards to processes within the research project. The researcher will ensure that the potential participants in the research are completely voluntary and that they will have the freedom to discontinue participation at any time. All respondents will be fully informed concerning the procedures and risks that will be involved in the research. By considering these ethics, the researcher will ensure that any risk of harm will be avoided by avoiding placing the participants in any harmful situations. Anonymity will also be upheld where the participants will remain anonymous across the entire study. These ethical issues will be considered as a means for protecting any rights and beliefs that every research participant may have. 
3.8 Research Limitations
	The primary research challenge will be the collection of data from only one working environment, which is Lloyd’s banks. This may impact the diversity of data collected and hence, affect how the results of the study will be generalized. This is because the findings obtained will be specific to Lloyds bank and may not be applied to other working environments and organizations within the UK banking industry. 
Chapter 4: Expected Conclusions
4.1 Summary
	Retaining staff is a strategic aspect which enhances the competitive capabilities of a firm. The study will largely be idealized on the belief that human resources act as a critical feature of the banking industry within the U.K, and their retention is highly significant due to the role that it has in the economic state of the nation. Hence, this study will be structured to make an investigation of the exact effect that training processes ad activities have on how employees are retained within the banking sector in the UK with a close look at the Lloyds Banking group. The aim of the research will include establishing the impact that the training of staff has in the number and nature of employees that are retained in Lloyd's bank. Most employees view training as a process that is beneficial to their skills and effectiveness, in regards to their skills and attitudes as platforms for the achievement of organizational objectives. Training procedures like a mentorship procedure should be within the training program so that they can be equipped with the relevant knowledge and skills. This can also be an appropriate strategy for retaining employees. Training also presents staff with specified capabilities or assists in correcting issues concerned with their performance level. 
	Effective human resource procedures have a critical function in motivating, attracting and retaining staff with an organization. The factor under analysis will be employee training methods and the level of management support directed towards this. There is an agreement that the integration of monetary and non-monetary benefits is a major retention instrument which impacts employees to continue working within the firm. However, the provision of broad-based training is even more instrumental in staff retention. This is because of its role in the expansion of the capabilities of employees for effective performance and training which acts as an instrument for retaining employees. The encouragement along with the support of these training methods by the management of a banking firm also affect the extent to which training influences decisions by employs to stay or leave. It also has an effect on ensuring that the training content is well-structured ad clear while also ensuring that an employee chooses a training opportunity which equip them with abilities, and information for bridging the gap between how an employee performs and expectations of performance within a firm. Training procedures should also be well-evaluated by managers as a way to enhance how employee perform. Every firm has to conduct the training of the employees on the management of diversity, customer care, and information technology. Through training, employees can obtain the necessary expertise for tasks to be conducted and creates a channel for promotions and increased responsibilities resulting in career advancements while also enabling increased efficiency within the firm.  
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Reflective Essay
Why Qualitative is Easier to Use
I decided to conduct a study investigating the impact that training has on employee retention within the UK banking industry with a specific assessment of the case study of the Lloyds banking group. While conducting my research, I discovered that qualitative techniques were easier to use in relation to quantitative techniques. Qualitative research makes an acknowledgment of the contextual nature of the inquiry. It has at times undergone description as the observation of individuals in their own environment with the facilitation of interactions on their own preferences (Kirk and Miller 1986). Its origins and sources can be traced to more than a century of the structuring and design of social sciences and are now viewed as an effective type of modern social research within the sociological, anthropologic and political disciplines. I identified that using this research design provides me, as a researcher, with the ability to get close to the participants, for the penetration of their own thought process and interpretation of their influenced comprehension of their surroundings and to assist in the comprehensions of the ways that different environments undertake evolution. As its aim is the quest for meaning and significance, qualitative research appears to be easier to use that quantitative research which greatly relies on the power of numbers (Yimaz 2013). Carrying out a qualitative research project is highly dependent on what the researchers believe, the types of problems to undergo investigation and the need to obtain a fresher look on the subjects involved to provide a look into specific features that would otherwise not be observable with the use of quantitative processes. 
Despite the continual interactions needed with qualitative research this design enables a better understanding of the comprehensive data collected. I will prioritize focusing on the human aspect of human resource processes and attempt to comprehend the complicated interrelationships between training processes and the retention of employees. Qualitative research is also easier due to the level of flexibility involved in the research process. This is because this research design has a requirement and provision of increased flexibility in approach while also needing an enhanced investment of time. This is at the period researchers gain access to a firm and have conducted the framework of a project, there is a great deal of time investment in the research, making it difficult to abandon the activity. Despite this, qualitative research is highly beneficial as it provides the potential of generating new knowledge while also informing critical regulations, and day to day activities such as which exists within a work environment (Morgan 2007). This design also enables the production of descriptions of a social world by allowing them to be founded on interaction and observation of how individuals actually conduct themselves. Hence, this type of research facilitates the collection of different types of data, which contribute to greater comprehension of the data collected.
Preference of Qualitative Research
Within my doctoral research, I would prefer to use a qualitative research design in comparison to a quantitative research design due to the freedom provided by the design to collect, gather an explore data. Through qualitative research, I can collect a wide range of data which can be analyzed for the conclusion of accurate facts and relations. Also, a significant reason for my preference for qualitative research is how I will be able to conduct incorporation of theory. Theories can be described as a rhetorical device for the interpretation of studies and a base of evidence for other researchers based on how valid case results are (McNabb 2015). In this case, this involves the use of Maslow's hierarchy of needs and Vroom's expectation theory. This will, in turn, enable a pre-comprehension of the researched community which is the banking industry. The qualitative research design also calls for an increase in how flexible the process is while also increasing the acceptance for ambiguous phenomena which will enable the development of theory and application. In turn, this design will provide me with an active part in the construction of the reality that I will be attempting to investigate. Theories used in my study of Lloyds bank and the banking industry of the UK will be integrated through a reflexive link between theories and how I interpret the organization as operating. Within qualitative research, I can also conduct an analysis of various methodologies and a wide range of data to allow for the generalization of any finding of the study that I will conduct. Before I begin this study, I have my own set pout beliefs which I expect to be negated or confirmed in the course of data analysis through the interviews conducted. To elaborate I have a positivist view concerning how an organization should function. However, through the assessments of established relevant theories, I expect to challenge these views while ensuring that my bias will not affect the collection of data through the use of semi-structured interviews. Within qualitative research, the final critical tool is the theory which is responsible for the provision of a well-designed model for relating the different facts collected (Yilmaz 2013). Moreover, with qualitative research design, the analysis of data begins or is conducted simultaneously with the collection of data. This means that as the researcher, I can study and understand the study as it happens. The methods for organizing, selecting interpreting and presenting data will be essential for building a theoretical rendition of reality. The active inquiry will also help me to established enlightened and clear thinking. Qualitative data analysis requires comprehension, synthesizing, theorizing and re-contextualizing. This enables the development of generalizations based on opinions of the sample populations. In this case, generalizing the effects of training on employee retention in Lloyds bank to the rest of the banking industry in the UK. Hence, I expect qualitative research to be rich and exciting and extremely instrumental in helping in the identification of the link between training and employee retention within banking firms.
Similarities and Differences
Qualitative research and quantitative research are one of the most popular forms of business design used by businesses. Qualitative research has its focus on comprehending reasons behind their reactions and their emotions concerning some particular situations. Quantitative research includes the measurement of numerical outcomes that assist in the prediction of possibilities of results. Hence, qualitative research deals with issues such as ‘why’ while quantitative research handles the issue of ‘what’. However, despite the differences between the information which undergoes production by each method, several similarities exist between these two types of design. One of these similarities is that each participant is significant. Within both designs, unprocessed data is needed, typically obtained through respondents filling in surveys. However, the type of researchers involved are highly dependent on the design type (Brannen 2017). Both types of research are also both utilized for the measurement of the outcomes of the information. Qualitative research has its focus on processed information which undergoes expression by the individuals involved. One instance of this is displaying a photograph to several individuals and questioning how that photo makes them feel. When the gathering of data has been undertaken in regards to how the instance mentioned above and every response undergoes counting as findings, then the result will act as a form of quantitative data. Each type of data could be significant, based on the content they require. When trying to understand whether an item has an effect, then qualitative research would be the most preferable type. When trying to understand the emotion that is mostly existent, then quantitative research has a higher level of relevance. A type of research could also act as the foundation for the other. For example, qualitative research could be completed before quantitative research. Both types of research could stand on their own without the assistance of the other but could also work together to increase the effectiveness of the research procedure. Both types of design assist in the product of data for analysis. Despite the focus of each type of design, both procedures need the analysis of the data collected (Brannen 2017). This is usually dependent on ways through which the gathering of information is conducted. Within surveys, all responses have to undergo individual counting, and then the overall of all responses are in comparison to any other response collected. The raw data collected is usually described as being qualitative. In cases where there is no bias within the numbers, researchers have to make a choice of some data while also having to disregard other data. Hence, while a number is objective, the procedure of choice and the justification on whether they are more significant as compared to other number is qualitative, which provides both research designs with a certain degree of qualitative nature. These research designs also involve the researchers with the difference being their level of involvements.
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