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1.0 Introduction
Despite having their unique insights into the requirements of their positions at the workplace, employees’ values differ significantly. An employee with insight develops the drive to become better, leading to increased value (Kulkarni, 2013; Malolu and Ogbuabor, 2013). Employers are continually looking for such valuable employees. In the UK, organisations are increasingly encouraging self-development among their employees because of the potential benefits to both the individual and the organisation (Green et al., 2016). Even then, staff training remains limited among the UK-based SMEs, due to resource constraints, lack of training culture among SMEs among other reasons (Green et al., 2016). This study focuses on how staff training relates to individual and organisational development. Understanding this link, for any organisation, means that it will be able to refine and develop its workforce into an efficient workforce (Adesola et al., 2013; Kulkarni, 2013). The research questions are:
1. What is the impact of staff training on individual development?
2. In what circumstanceswill stafftraining leadto organisational development?
2.0 Literature Review
For employees, training implies improved skills and performance, a mobile workforce moving up the career ladder and enhanced productivity (Erb, 2015; Kulkarni, 2013). However, whether training translates to improved personal and organisational performance is a matter of empirical investigation. This section explains the conceptual framework and extant empirical studies upon which the proposed research is underpinned. 
2.1 Conceptual Framework
This study hypothesizes that staff training will eventually lead to personal and organisational development. Several studies postulate the positive effects of training on development. For instance, Adesola et al. (2013) suggest that staff training results in job satisfaction,leading to enhanced performance. Personal development is said to occur when an individual achieves improved skills, human capital, employability, quality of life and self-actualisation. Dragomiroiu et al. (2014) consider staff training and development as a generator of new knowledge, helping employees develop new skills and abilities. It is because of such growth that individuals improve the quality of their lives, employability and become their better selves. Further, an organisation with highly skilled employees will exhibit improved performance. Dhar (2015) reveals the positive influence of staff training on the service quality of Indian catering hotels. Should an individual go through training successfully, they stand to reap the rewards including better pay and employment conditions, enhanced skills and so on. On the other hand, unsuccessful training sessions consume significant time, and if this trend continues, the company stands to lose substantially. 
Similar factors influence organisational development because it relies on the growth of individual employees at the workplace (Thomas and Galla, 2012). Therefore, positive training yields better performance and vice versa. The independent variable, in this case, is the staff training itself whereas personal and organisational developments are dependent. This interaction between the dependent and independent variables is depicted below.

As mentioned, staff training offers an employee numerous advantages. The most apparent benefit is enhanced employee performance. Elnaga and Imran (2013) investigate the relationship between training and employee performance. They reveal a positive association in the sense that an organisation can improve the performance of its employees via effective training programs. Scholars like Kulkarni (2013) accept this notion since she suggests that training and development programs influence an individual’s behaviour and attitudes towards the job, leading to high morale. Therefore, an employee empowered with the skills, knowledge and experience to perform specific responsibilities will be more motivated to appear at the workplace than another who is not trained for the same (Thomas and Galla, 2012). This further brings out the element of job satisfaction. It is simply a measure of how much an individual is satisfied with their job. As much as a skilled individual is motivated to work, the same person enjoys doing their jobs. Adesola et al. (2013) suggest that a positive relationship exists between staff training and job satisfaction. Training gives employees tools to create innovative solutions to different problems they come across at the workplaces. For instance, an employee has an increased capacity to adopt new methods, efficiency and risk management capabilities (Erb, 2015). These are the potential benefits of staff training on individual employees. In other words, they result in a better equipped and skilled workforce. 
Organisational development, on the other hand, results in increased efficiency and enhanced health achievement through the implementation of planned interventions managed from the top using behavioural science as the basis of knowledge (Jehanzeb et al. 2013). Several factors influence the performance, growth and development and the level of expertise has been identified as one of the critical ones. Among them, Dhar (2015) points out the influence of employee training and development on the quality of services rendered to the consumer. In this regard, Dhar (2015) suggests that enhancing the skills of every employee results in improved processes, causing a display of effectiveness and expertise in their various fields. Vinesh (2014) explains the mechanism of this relationship as the transfer of knowledge to the employers. As a result, an employee’s performance is tied to the organisation’s as well, hence the need to better individual performances through training. 
From the conceptual framework, this study focuses on both the advantages and disadvantages of staff training. Vinesh (2014) defines training as a strategy used to better the performance of teams as well as individuals. The lack of training will result in ineffective and unproductive employees because they lack the necessary skills and knowledge to adapt to the ever-changing processes in the firm (Adebayo and Touray 2016). On the other hand, unsuccessful training presents a multitude of demerits. For instance, poor training implies a waste of money and resources because no value was added to the individual or organisation. Ukandu and Ukpere (2013) use a case study of fast-food employees in Cape Town to show that poor training or the lack of it translates into poor performance. Others include dissatisfaction, increased stress levels, and even the loss of interest in one's job (Malolu and Ogbuabor, 2013). For any organisation, such behaviour is synonymous with both the individual's and organisation's failure. The literature review has illuminated the research gap this study should explore. Despite much literature on the benefits and disadvantages of staff training, not much has been done on the small and medium-sized enterprises (SMEs). 
3.0 Methodology
This study will take an interpretive research philosophical paradigm. According to Lewis (2015), it is a paradigm that focuses on the understanding of the world from the subjective experiences given by individuals. This approach is advantageous in that it allows for an in-depth analysis of the research issue. According to Drisko and Maschi (2015), data generated from interpretivist research have a high level of validity because of the in-depth analysis. This method is limited, however, because of its subjective nature, creating room for researcher bias (Pitts, 2017). This bias implies that the research outcomes cannot be generalized to outside populations since the data has been influenced by personal values and viewpoints. 
The research will employ a qualitative research design, which is best suited to analyse human behaviour, personality characteristics and emotion (Lewis, 2015). This study focuses on staff training and how it can lead to individual growth and eventually organisational development. In this case, the study will analyse human behaviour, which largely depends on context, and better assessed interpretively –consistent with the qualitative research method. An advantage of qualitative research is that it is flexible, allowing the investigator to respond to the data collected as it emerges during a session (Merriam and Tisdell 2016). Quantitative designs do not allow for in-depth inquiry; it requires data standardization. Qualitative designs utilise trend analysis from which deductions are made after subjecting it to a conceptual framework (Pitts, 2017). This enables the researcher to analyse the research issue from multiple perspectives, leading to reliable results. 
3.1 Research Methods
3.2 Data Collection
The study will involve the collection of qualitative data, through focus groups. According to Stewart and Shamdasani (2015), focus groups involve conducting interviews on a group of people where they are needed to supply their opinions, attitudes, beliefs and perceptions regarding a certain issue or product in the market. An advantage of focus groups is that it is a cheaper alternative to interviewing participants since all the individuals are handled as a group (Palinkas et al., 2013). Furthermore, the method is easy to implement hastening the pace of the research. A limitation of this approach, however, lies in the fact that it is subject to moderator bias. The bias is normally injected either intentionally or inadvertently during the session involving the participants exchanging their ideas (Thomas and Magilvy, 2011). Mitigating this bias will be done by ensuring that the questions being asked in the session are unconditionally positive. 
3.3 Sampling procedure
The target groups will be those in a managerial position of small and medium-size service-based SMEs in London, as this category of participants has lower gatekeeping barriers. Purposive convenience sampling will be employed in this study to select a total of 20 participants. Consent forms requesting the potential candidates to participate in a study will be sent to a pre-selected organisation. The first 20 forms to be returned fully completed and signed will constitute the sample. While this is a cheap approach, it has the potential to lead to bias. A small sample renders the data collection less time consuming and cheaper than when a large sample is used. It is a disadvantage, however, because it affects the generalisability of the outcomes of the study (Malterud et al. 2016). 
3.4 Data Analysis
Data analysis will be based on grounded theory.  Johnson (2016) defines this systematic method as one that involves constructing a theory using methodic data gathering and analysis. The method employs an inductive approach, which entails identifying and observing a pattern until theories and explanations can be provided for them (Stol et al. 2016).
3.5 Ethical Issues
This study entails human subjects, who will be taking part through focus groups. Issues of informed consent, confidentiality and privacy were pertinent. Regarding the participants’ informed consent, consent forms will be sent to them in which the study purpose will be explained and confidentiality agreements will be enclosed. Once a signature is appended to the agreement, it would mean that the information is well understood and participation is carried out based on full awareness of what the study entails. The right to exit the study at any point will be ensured. Regarding privacy and confidentiality, reporting of the focus group participants and findings will not identify the names of the contributors to the findings, or other identifying information. 
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