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Research Title: The The Role of Training and Development in Enhancing Human Capital: A Study of UK FMCG Companies.
[bookmark: _Toc223930523]Introduction and Background 
Human capital has gained recognition as a strategic resource that is paramount and that adds to organisational competitiveness and long-term performance. In modern business settings where technology undergoes rapid changes, competition is global and workforce expectations are evolving, organisations are progressively dedicating their resources to the training and development of employees to increase workforce capabilities and maintain productivity (Muzam, 2022). The human capital theory argues that systematic investments in training and development programmes can improve knowledge, skills and competencies of employees, which in turn leads to improved organisational performance (Becker, 1993). Besides enhancing the technical competencies of employees, training programmes also enhance problem-solving capabilities, flexibility, and innovation capacity that are critical in contemporary organisations (Rampa and Agogué, 2021).
Large organisations within the UK FMCG sector have recognised the value of training and development in enhancing human capital and long-term organisational development (Shakur et al., 2024). Companies operating in this sector invest heavily in employee learning through leadership development programmes, digital learning tools and continuous professional development initiatives aimed at strengthening workforce capability and improving organisational performance (George and George, 2023). Research shows that employees of organisations with a focus on employee growth have a higher probability of improved employee engagement, productivity, and organisational commitment (Benkarim and Imbeau, 2021).
Although training and development is increasingly being regarded as an important strategic organisational activity, there is a necessity to study the nature of the role of such activities in the development of human capital in the context of large multinational companies. This research therefore discusses how training and development can enhance human capital within UK FMCG companies through a qualitative review of secondary data materials.
[bookmark: _Toc223930524]Research Aim 
The purpose of the research is to analyse how the training and development programmes can be used to increase the human capital of UK FMCG companies, and how the organisational learning practises can be used to develop the capability of the employees, the performance of the organisation, and the long-term competitive advantage.
[bookmark: _Toc223930525]Research Objectives
· To investigate the idea and significance of training and development in developing human capital in organisations.
· To examine the training and development activities that UK FMCG companies apply to enhance employee skills and competencies.
· To assess the role of training and development activities in the growth of human capital and performance of an organisation within the UK FMCG sector.
[bookmark: _Toc223930526]Research Questions
1. What role does training and development play in enhancing human capital within organisations?
2. What training and development practices are implemented by UK FMCG companies to strengthen employee capabilities?
3. What are the roles of training and development initiatives in developing human capital and organisational performance within the UK FMCG sector?
[bookmark: _Toc223930527]Literature Review 
Training and development are main human resource management practises that help organisations to empower employees and develop human capital (Al-Tit et al., 2022). Human capital is the amount of knowledge, skills, competency and experience that is held by employees and provided to organisational performance. Recent research shows that an increasing number of organisations are investing in structured learning and development programmes for the purpose of enhancing the productivity of the workforce, innovation, and the longer term competitiveness (Mustafa and Lleshi, 2024). Training programmes assist employees to cultivate skills that are necessary to undertake their duties efficiently and cope with evolving organisational conditions (Akbar et al., 2024). Good training programmes turned out to be more productive of the employees, motivating, job satisfactory and organisational commitment that in turn positively influences organisational results (Al-Refaei et al., 2023). 
The significance of training and development to the performance of an organisation is evidenced by some empirical research studies carried out in the years 2019-2025. To explain this argument, Irfan et al. (2023) focus on the connexion between the human resource development practises and the organisational performance based on the quantitative research design. The researchers found training and development to have better skills and behaviour among employees and their attitudes of the employees leading to better productivity and efficiency of organisations. The findings also show that organisations that invest heavily in employee learning are more likely to achieve superior performance outcomes since they possess superior workforce capabilities and engagement (Irfan et al., 2023). On the same note, studies conducted on the development practises of human capital have revealed that employee training leads to organisational performance measures including customer satisfaction, market share and employee retention(Obeng-Tuaah, 2025). A study by McKinley (2024) on business organisations observed that developmental human capital, including training and performance development schemes, had a significant impact on the productivity and service quality of organisations (Keltu, 2024). 
Training and development lead to productivity as well as innovation and organisational flexibility. An empirical study of Italian manufacturing companies identified recently revealed that internal training programmes are effective in boosting organisational innovation potential (Antonioli et al., 2026). The research was based on panel data of companies in the period 2017-2020 and concluded that training of the workforce enhances their problem-solving and technical skills that allow organisations to apply product and process innovations to more effectively implement them (Antonioli et al., 2026). This can be discussed as an argument to the fact that constant employee learning is critical to organisations functioning in competitive and technologically changing environments (Armanious and Padgett, 2021).
The other theme that emerges in the literature is the connexion between investment in training and economic benefits. Studies on human capital accumulation indicate that training programmes do produce quantifiable productivity and wage-effects since employees gain useful technical and soft skills including leadership, communication and problem-solving skills (Hoffman, Yeh and Casnocha, 2019). Research institutions scholarly works support the claim that the role of professional training programmes on the career performance and productivity of employees is significant, and this fact justifies the cost-efficiency of workforce development (Mohammed, Mohammed and Gana, 2022). These findings confirm the hypothesis that training is a strategic expenditure by organisations that cannot be viewed as an operation cost (Garavan et al., 2021).
In multinational corporations, structured training systems play a critical role especially in maintaining global competitiveness. Firms in the UK FMCG have developed sophisticated learning and development structures that target an increase in the capacity and leadership of employees (Autere and Sandnes, 2023). The study of human resource practise in the UK FMCG firms indicates that organisations put emphasis on the constant training of their employees by introducing a broad spectrum of development programmes such as leadership development, job rotation and internet-based learning (Omoruyi et al., 2025). These are the efforts to enhance the professional competencies of employees and help them promote organisational performance and sustainability of talents. 
Although there is abundant literature that indicates the connexions between training and development and human capital development, limitations and gaps in the research are noted in some studies. Most of the empirical research focuses on the quantitative correlations between training investment and organisational performance (Garavan et al., 2019) rather than the studies that explore the role of training programmes in the formation of human capital in particular multinational companies are not prevalent (Xie et al., 2022). Moreover, most of the current studies tend to focus on overall human resource practises without considering the functioning of training strategies in organisational settings. This makes it necessary to conduct further studies to appreciate the role that training and development initiatives play in the development of human capital in global companies such as those that operate in the UK FMCG industry. With an effort to seal this gap, the research will focus on establishing the significance of training and development in the development of human capital among UK FMCG firms by conducting qualitative study of secondary data sources.
[bookmark: _Toc223930528]Theoretical Framework 
This study has its theoretical background, rooted mainly in the Human Capital Theory (Becker, 1993) and the Resource-Based View (RBV) (Barney, 1991) of the firm. Human Capital Theory proposes that organisations can improve the productivity of employees and organisational performance through investing in education, training, and skill development. This theory further posits that knowledge and skills of employees are critical organisational resources that are important to both economic and organisational outcomes (Becker, 1993). Training programmes thus serve as strategic investments that contribute to the capabilities of the work force and organisational effectiveness.
The Resource-Based View also holds this view by saying that sustainable competitive advantage is brought about by the existence of valuable, rare, inimitable, and non-substitutable organisational resources (Barney, 1991). One of the most important strategic resources of organisations is human capital (especially the skills and knowledge possessed by employees as a result of training). By investing in formal employee development programmes, companies reinforce internal capabilities that competitors would have a difficult time emulating (Mikalef et al., 2019). The study is built on these theoretical perspectives in proposing a conceptual framework, in which training and development programme enhance the skills and competencies of the employees (human capital) that subsequently boosts the organisational performance and competitive edge.
[bookmark: _Toc223930529]Methodology 
[bookmark: _Toc223930530]Research Philosophy
In this study, the philosophy applied is the interpretivism philosophy of research. Interpretivism pays attention to understanding the phenomena in society through interpreting meanings, experiences, and views within a certain framework (Junjie and Yingxin, 2022). The interpretivism in this study can facilitate the study to investigate the influences of training and development practises on the human capital development in organisations. Instead of measuring things numerically, the study views insights based on the literature, reports and organisational records to formulate a more in-depth perception of the functionality of the employee development practises in UK FMCG companies (Lim and Kumar, 2023).
[bookmark: _Toc223930531]Research Approach
The study adheres to an inductive methodology. Inductive research is the process of forming ideas and conclusions based on evidence and observations that already exists instead of trying to prove the hypotheses set in advance (Kumar, 2024). As the proposed study endeavours to examine how training and development practises can contribute to human capital, the inductive approach will be suitable since it enables themes and insights to surface out of the analysis of secondary sources of data like academic articles and company reports (Dufour and Richard, 2019).
[bookmark: _Toc223930532]Research Design
This study uses a qualitative research design. Qualitative research is dedicated to researching in depth meanings, concepts, and organisational practises. This design is especially suitable to study such complex organisational processes as employee training and development (Kelly and Cordeiro, 2020). The research will seek to give a holistic picture of the role of training programmes in developing human capital and organisational capability by reading and collecting organisational data about training and other studies available on UK FMCG companies.
[bookmark: _Toc223930533]Sampling
Since the research is founded on secondary data, the population will consist of the available academic literature, industry reports, organisational documents on training and development and human capital management. Purposive sampling strategy is used to identify sources that are relevant and directly cover the research topic (Campbell et al., 2020). The research emphasises peer-reviewed journal articles published in 2019-25 as well as reputable organisational reports and industry analyses of the training and development practise of UK FMCG companies.
[bookmark: _Toc223930534]Data Collection
The sources of data used in this study will be secondary data. These are academic journal articles, books, industry reports, and publicly accessible reports of UK FMCG companies. The use of secondary data is suitable in that the study will be able to conduct an analysis of existing knowledge and organisational practises without having to gain direct access to the participants (Pejić Bach et al., 2019). Relevant literature will be identified using academic databases including Google Scholar, ScienceDirect and Emerald Insight.
[bookmark: _Toc223930535]Data Analysis
The analysis will be done through thematic analysis of the data collected. The thematic analysis is the process of identifying, analysing and interpreting the trends or themes of some qualitative data (Braun and Clarke, 2021). This research will identify and analyse themes associated with training strategies, employee skill development, leadership development programmes and human capital outcomes. This approach allows the study to compile the results of various sources and form a systematic picture of the role of training and development in the improvement of human capital.
[bookmark: _Toc223930536]Ethical Considerations
Ethics play a vital part in trying to make the research credible and ethical. Ethical risks are not as high since this research employs secondary data. Nevertheless, to prevent plagiarism, all sources utilised in the research will be referenced and cited according to Harvard referencing style. Only reliable academic and organisational sources will be employed to assure the reliability and validity of the results. The study will also guarantee thoroughness in the reporting of data and interpretations to uphold academic integrity.
[bookmark: _Toc223930537]Expected Contribution 
The research helps fill gaps in the current literature on human capital development by investigating the relationship between training and development practises and employee capability as well as their roles in organisational performance. It builds upon Human Capital Theory by examining how organisational learning practises can help reinforce workforce competencies in multinational organisations.
The results can be used by managers to realise the value of well-organised training programmes in improving the skills, productivity and commitment of employees in the organisations within the UK FMCG sector. The research can be used to enlighten organisations on how to create effective employee development strategies which would facilitate sustainable employee development process.
[bookmark: _Toc223930538]Limitations 
The research is limited in a few ways. To begin with, the research is based on secondary qualitative data, which can restrict access to in-depth organisational information relative to primary research. Second, the results can be affected by the accessibility and interpretation of available literature and organisational reports. Also, the research targets UK FMCG companies, which could restrict the applicability of results to other industries or organisations. Lastly, there is a possibility of potential bias in how training practises are interpreted due to secondary data capturing managerial views.
[bookmark: _Toc223930539]Proposed Timeframe (Gantt Chart)
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