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Chapter 1: Introduction
The hospitality sector is not only a quickly increasing industry on a global degree, but it also makes a substantial impact on the economy in the UK and opens career opportunities. Hospitality needs a competent workforce to persist in the industry's intensely competitive game in the modern, vibrant environment in which the business operates stated by Agarwal, P.K. & Naidu, Mr. (2021). 
This study investigates the UK hospitality training system as well as the value and advantages of training and development. The paper's findings demonstrate that training and development evoke a variety of employee characteristics, including better-quality service, inventive labour conduct, emotional assurance, job proficiency, which eventually results in increased performance and productivity from employees. 
Employer-funded training and investment in human capital, in general, have long been recognised as essential to enhancing business performance and preparing personnel for changes in the UK hospitality industry. Maintaining a high level of visitor experience and customer satisfaction is the way to success.  An organization's realization depends on the calibre of its human resources. Training is one strategy for improving workforce capabilities and retaining employees. 
The most critical aspect of the hospitality is training and development of employees. The likelihood that the hotel will continuously deliver customer provision that go beyond guests' expectations is notably risen by designing and applying an ample training and development programme for all employees.
Training is a part of developing human resources, along with other human resources-related activities. Its goal is to improve organisational performance by giving people the skills, knowledge, and attitudes they need to do their jobs more effectively today and in the future. To implement the most successful training strategies, the training specialist should be knowledgeable about the advantages, disadvantages, and efficacy of each training approach.
[bookmark: _Hlk134010808]The impact of technology on society, corporations, and the global economy is exponential and has allowed for previously unheard-of advancement stated by Jaiswal et al., (2021). 
To identify the essential competencies deemed necessary for the development and training of employee upskilling, this investigation indicated that data analysis, decision-making, and constant studying abilities are the most important ones.
The target of this research is to address, assess and fill the gap of currently missing data related to the topic in the last five years in Hospitality in the UK. Therefore, the main accentuation will be the period after Brexit as it significantly impacted the workforce in this industry reported by The Guardian (2022).  The need to better understand the management of human resources in hospitality, and leisure SMEs in the UK has arisen because of this context, the sector's crucial role in economic prosperity, and the bridging of the rhetorical and practical application of the statement "people are our most important asset" (Scarbrough and Elias, 2004).
The proposed objective of this study is to weigh and understand the scope of the role of training and development in the hospitality industry in the UK. 
The objectives of the proposal are as follows:
1) to discuss the role of the training programmes in the Hospitality sector
2) to explore the development and training opportunities for employees in the industry
3) to examine the scope and importance of employee retention in the Hospitality industry in the UK
To that goal, the following research questions are the main emphasis of this study:
1) What factors drive employee training and development in hospitality?
2) What are the nature and the cover of the coaching programs provided in the hospitality sector in the UK?
3) To what extent does the Hospitality industry formalize staff training and development activities?
4) What main factors lead to employee retention in Hospitality in the UK?

Chapter 2: Literature Review 
This review's objective is to provide an acute fusion of past and present research on the theoretical framework, the provision and hospitality industry, employee incentives, leadership styles, and staff retention techniques.  
This study identifies a few contextual variables that are likely to influence evaluation in practice based on a re-evaluation of the existing literature on HR depending on the status and quantity of personnel covered (Scarbrough, 2004). 
According to Clark, C. (2019), training is crucial to an organisation because it improves it stay stream in the ever-changing industry environment world. Instructing allows the current recruits to pick up new skills, stay relevant, and raises the degree of knowledge that promotes a corporation's extension.
Ramli et al. (2018) suggested that concentrating just on increasing Expertise, Talents, and Abilities (KSAs) may not result in an employee that is devoted to their profession. 
The reward from any training is to improve profit or decrease costs, claim Laing & Andrews (2011). In contrast to training that is less aimed and has a general objective, the potential benefits of programmes that forward given issues or hypothetically lucrative chances are clear.
According to Tiwari (2014), training benefits employees with the required abilities to execute their jobs and boost performance in their current jobs. Employee growth through projected and organised methods is described as development. The most efficient use of employees' abilities is the key goal of professional development and therefore enhances workforce retention.
Kung’u. S. (2011) stated that bad worker training packages were among the reasons of member of staff turnover in three to five-star-rated hotels.
For understanding employees' motivating demands into account are taken a variety of conceptual frameworks are used to widely conceptualise the methods for inspiring people in workplace settings. Alderfer's existence, relatedness, and growth, as well as Maslow's 1943 theory of motivation. 
Both academic research and professional practice utilise the (ERG) theory (1969) and Vroom's expectation theory (1964) to predict employee motivation. For understanding employees' motivating demands, researchers have presented a variety of conceptual frameworks (Russ, 2011). Depending on the leadership style they deploy, a manager may influence a worker's decision to stay employed by the company noted by Wong (2013).
The management techniques used by managers to keep personnel are therefore important constructions or propositions underlying the frameworks stated by Biswas (2012) and displayed also various strategies for employee retention. 

Chapter 3: Research Methods and Methodology 
This study will undertake an ontology research philosophy as the theme is primarily concerned with an existing problem within Hospitality. As well as the different questions of the assumptions of how this sector may operate better are committed and held to different points of view such as employer and employee. The implication of Ontological research is to report other perspectives on the findings. 	
The research paradigm implicated in this work is a mix of interpretive and pragmatism. As the researcher in this work is having an active part in the Hospitality sector in the UK and is observing by herself how the industry is socially constructed and driven by human interests, then the type of Interpretative research is taking place. However, as this work will involve designs that incorporate operational decisions then the pragmatism – will take place to find the answers under investigation. 
This study will apply a deductive approach as it is concerned with the development of hypotheses already based on existing theories and proven facts in hospitality. Then will be designed a research strategy to test the new hypothesis and develop a conceptual framework with quantitative measurement from the literature, tested using the data. Through generalisation and the independence of the researcher will be explained the relationships between variables suggested by O’Gorman, K. (2015). 
The research methodology as a theory of how research should be undertaken for this work will be quantitative. The reason for implementing this method is that it is concerned with explaining the phenomena within the hospitality sector by collecting numerical data and analysed mathematically as recommended by Saunders, (2019). There will be 25 items in the questionary applied to understand the role of the instruction and advancement of workforce and the LIKERT scale will be implemented too. 
The survey research strategy will be implemented in this work as it allows a collection of quantitative data and analysing and gives the researcher independence. Along with this also action research will take part as said previously the author works in the field of hospitality and promotes changes within the organisation. Another strategy is going to be an archival one as focuses on historical research topics and uses administrative records and papers as the primary sources of data but is bound by the nature of such records and documents. 
The sampling method that will be used is simple random as each participant is chosen entirely by chance and everyone has an equal probability of being selected. 
The scope of the research will be in the UK. The sample size will be 90-120 employees and the sample profile are that they are junior managers in the hospitality industry. 
The purpose of carrying out this research indicates that the right tools and methods to be obtained are through observation, existing data such as research journals and surveys, and questionaries as well as reporting- articles and records in hospitality. 
The way of interpreting the data gathered will be descriptive. Will be used Gantt chart for visualisation of the time prospect of the work too. Confidentiality and Data Protection Act and Privacy Rules will be followed. 

Chapter 4: Conclusion
In conclusion, this proposal tends to explain the importance of the role of training and development of workforce in UK hospitality and how this research will be conducted. Will be displayed the importance of employee retention as well in the hospitality sector and will be noted it benefits for the business.  Research methods and technics, along with personal observation and evaluation will deliver the outcomes of this study. 
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