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Abstract
Introduction: Training and development are two widely discussed HRM practices used to prepare employees for a particular job role. The research aimed to investigate how training and development might help prepare organisations for times of economic crisis. PwC, which is a globally recognised consultancy firm, was placed at the centre of the discussion.
Literature Review: Several peer-reviewed journals, articles, and authentic websites have been researched to collect relevant information. Most of the authors have demonstrated the existence of a positive correlation between training and developmental programs and organisational performance. Some of the papers have mentioned mediating roles of variables like employee engagement, job satisfaction, and employee motivation in enhancing organisational performance.
Research methodology: A mixed methodology has been followed for this study where both qualitative and quantitative data have been analysed. Primary as well as secondary methods of data collection have been followed to disseminate information. 
Presentation of data, data analysis, and discussion: The chapter analyses the data collected from the procedure and unveil its hidden meaning. Through the survey procedure, it can be understood that the role of training and development plays a huge role in improving the productivity of the employees. It can also be identified that most of the respondents of the survey process further indicated that the productivity of the staff members has improved considerably. In the interview section, the managers of PWC have been asked three open-ended questions and it further includes their views properly. It can be found that both the managers have agreed on the effectiveness of the training and development programs. Although the future scope of such a process hung in the balance due to the divided views. Finally, three themes have been created to analyse the topic with the help and guidance from external studies. These have also explained the procedure of training and development and their role in defining organisational effectiveness. The various training and development programs adopted by different companies have also been identified.    
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[bookmark: _heading=h.30j0zll]Chapter 1: Introduction 
[bookmark: _heading=h.1fob9te]1.1 Background 
Human Resource Management (HRM) is a multidisciplinary field concerned with employment relations and performance management (Bratton et al., 2021). The current study is concerned with demonstrating the importance of training and development for upgrading the efficiency of employees amidst the pandemic situation. The global health crisis emerging in 2020 has dramatically changed the working practices followed by various organisations. For example, nearly half of the world’s workforce shifted to remote working during the pandemic. The emergent changes in work practices have enhanced the challenges before employees both in terms of adapting to new norms and maintaining a balance between personal and professional lives (Kniffin et al., 2020). The current research, therefore, sets out to establish the effectiveness of training and development regimes to better prepare organisations amidst the pandemic. The case study has centred on PricewaterhouseCoopers (PwC). PwC is a company that provides world-class business consultation services to its clients.
[bookmark: _heading=h.3znysh7]1.2 Overview of the company 
PwC is a global organisation whose aim is to build trust in society and resolve significant problems. The company operates in over 150  territories across the globe and employs approximately 295,000 people (PwC, 2022). PwC offers various consultancy services to associated organisations, including quality assurance, tax, and advisory services. At the end of FY2021, the company’s revenue amounted to £37.74 billion (PwC, 2022). 
[bookmark: _heading=h.2et92p0]1.3 Aim and objectives
The research project aims to investigate the significance of training and development programs in better preparing the organisational workforce.
The objectives of the research project are outlined below
· To investigate the significance of training and development in improving organisational performance
· To identify the importance of training and development in preparing organisations amidst an economic crisis
· To review the different types of training and development practices adopted by organisations during a pandemic-induced economic crisis
[bookmark: _heading=h.tyjcwt]1.4 Research rationale 
Training and development in an organisation relate to educational activities designed to improve the job performance of an individual employee or a group of employees. Training and development aim to enhance an employee's knowledge and skill sets to inculcate greater motivation among them. Training and development regimes have long been known as great ways to enhance employees' performance. Undoubtedly training and development improve the individual performance of employees by focusing on individual strengths, weaknesses, and development of skills that one lacks. However, it is a point of argument whether improvement of individual performance translates into enhanced organisational performance or not. Especially, the impact of employee training and development on the financial performance of an organisation is criticised. Major discrepancies in findings are found when the impact of employee training and development on financial performance is mentioned. For example, Jashari and Kutllovci (2020) discovered a statistically significant positive correlation between employee training and the financial performance of an organisation. In contrast, Kwon (2019) conducted a study on Korean firms and found that higher investment in training and development does not mandatorily manifest improved financial performance. 
However, it is widely acknowledged that training and development programs, when appropriately designed, yield a range of positive employee outcomes, such as enhanced job satisfaction, improved skill set, and increased productivity. Recently, the emergence of the global pandemic propelled the world towards a deep economic crisis.  According to experts, the economic impact of Covid-19 was far more intense than that of the great economic recession (WE forum, 2020). The cessation of worldwide mobility and strict restriction imposed by local governments were at the core of the deep economic depression during the pandemic. However, despite the worsened situation, the organisation continued functioning. Companies like PwC reimagined the potential ways to collaborate and work even amidst the worsening pandemic situation. According to the annual report of PwC, the company extended its training and development programs to accommodate its employees in the new working arrangements (PwC, 2020). Moreover, the company launched a new development program, called “Digitising the Network” to equip its staff with the skills, knowledge, and digital sources required to keep pace with the rapidly changing work practices. The research project would shed light on how the various training and development regimes have influenced employees' performance and supported the overall efficiency of the organisation amidst the health and economic crisis. 


[bookmark: _heading=h.3dy6vkm]Chapter 2: Literature Review 
[bookmark: _heading=h.1t3h5sf]2.1 Introduction
A literature review is a demonstration of literature relevant to a particular topic of interest. However, conducting a literature review is not limited to summarising the findings of various literature, rather, an analytical approach is to be followed while reviewing existing literature. In the current literature review, pieces of literature relevant to the area of concern will be reviewed and analysed. 
[bookmark: _heading=h.4d34og8]2.2 Discussion 
The concept of training and development and its significance in improving organisational performance
Training can be defined as a planned and organised effort to facilitate the learning of job-related competencies, knowledge, skills, and behaviours of employees. Training, in an organisational context, can be broadly categorised into formal training and informal training. While formal training is planned and time-bound programs that employees are subjected to, informal training is typically an ongoing and unstructured avenue of training staff (Noe and Kodwani, 2018). On the other hand, development is an informative process that prepares employees to support their overall growth in careers. Development is typically associated with building overall knowledge, whereas training is focused on job-specific competencies and skills. Training and development, therefore, complement each other and both play a significant role in preparing an individual to fit organisational requirements. 
According to Oluwaseun (2018), employee training and development are essential for ensuring organisational success as it is involved in developing skills, abilities, and the level of knowledge of individual employees, required to fit into an organisation. Moreover, the author suggests that training and development also bring about new potentials of employees in performing tasks, thereby contributing to employee effectiveness. Thoughtful and deliberate employee training programs can improve Return on Investment (ROI) when employee training investment is considered a capital investment. As opined by Abogsesa and Kaushik (2017), trained individuals usually exhibit better teamwork, are more aware of the organisational expectations, and are more likely to smoothly transit through changes. Here, the opinions of Abogsesa and Kaushik (2017) contrast with the opinion of Oluwaseun (2018). While the former hold that trained employees show better performance due to their ability to embrace changes, the latter posits that training is important for improving the present performance of the employees. Therefore, according to Abgogesa and Kaushik (2017), training prepares employees for the future, whereas Oluwaseun (2018) professes that training exerts its impact on the current skills of employees. 
The influence of training and development programs on organisational performance was analysed by Garvan et al. (2020). The findings of the study suggested that effective training programs have a positive and direct impact on organisational performance. However, it is still a matter of debate how training and development improve organisational performance. According to some authors, including Younas et al. (2018), training and development influence organisational performance through the enhancement of individual employees’ knowledge and skills. As per the authors’ opinion, individual capabilities and competencies sum up and eventually translate into improved organisational performance. The assertion is supported by Mdhlalose (2020) who discovered that employees’ performance improves after accomplishing training programs.  The authors' findings suggest that when training and developmental programs are designed to address the developmental requirements of employees, individual skills, knowledge, and capabilities are uplifted. Consequently, the employees perform their respective tasks more efficiently, thereby ultimately increasing organisational productivity. Mdhlalose (2020) depicted the moderating role of organisational productivity in improving organisational performance, however, both  Younas et al. (2018) and Garavan et al. (2020) suggested that effective training has a direct impact on organisational performance without the moderating effects of other variables. A perspective describes that training and development improve organisational productivity and therefore, have positive implications for organisational performance. On the contrary, two groups of authors have supported the view that there are no moderating roles of other variables, instead, training and development directly impact organisational performance. The views and opinions of authors greatly vary on how training and development programs influence organisational performance. Some of the authors support the view that improved organisational performance directly results from improvement in individual performance, while other authors have elucidated the moderating effect of other variables, such as organisational productivity, employee engagement, and so on.
Effectiveness of training and development in preparing organisations amidst an economic crisis
Authors and scholars have emphasised the importance of training and developmental programs for employees to help them adapt to ever-changing working environments. In the wake of the global Covid-19 pandemic, most organisations had to implement remote working regimes to keep their operations running amidst the pandemic. In shifting operations to remote working regimes, organisations faced two key challenges, such as in terms of preparing the employees for the new modes of working and in terms of maintaining employee engagement in the remote working fixtures. 
At PwC, training and developmental programs are designed to cater the training requirements of employees. Training at PwC is based on three principles, such as “10% formal learning, 20% learning from others, and 70% learning by doing” (PwC, 2022). Therefore, the company’s training and developmental program heavily relies on pragmatist approach of learning. As per the company’s official website, training and development program provides its employees with the opportunity to gain expertise through on-the-job experience. Moreover, the company believes that training and development is important for employees’ career progression, regardless of what position they are serving (PwC, 2022). The company relies on training and development programs as a way of challenging the status quo in one’s career. In summary, employees are subjected to well-defined career development programs at PwC which allows them to excel in their respective professional lives.
According to Dutta (2020), various digital learning programs were employed by organisations to promote the enhancement of employees' skills during the lockdown. As per the opinion of Chanana (2020), training and development programs motivate employees and elicit a sense of commitment to their respective organisations. As a result, employee engagement is ensured and performance is enhanced. The Covid-19 pandemic drove up the requirement for implementing new working fixtures, however, implementing the new working fixtures posed several challenges both to employers and employees. For example, the remote working culture introduced by a large number of organisations worldwide requires extensive technology proficiency. However, not every employee of the organisation is technologically proficient. According to Danilovich et al. (2020), lack of digital literacy among staff acted as an additional barrier to crisis response of the organisations. In order to tackle such a lack of knowledge and skills, training and development are inevitable. 
A survey of the Office for National Statistics (ONS) in 2020, revealed that in the UK around 30% of the organisations had the opportunity to adopt remote working as of 2019, however only 6% selected to implement remote working. In contrast, 48% of the organisations were forced to shift to remote working during the pandemic (ONS, 2020). However, Phillips (2020) argues that adjusting to the new working strategy would require organisations to implement robust training programs, not only to support required skills but also to support clear communication between employees and their employers.
Different types of training and developmental practices followed by organisations amidst the pandemic-induced economic crisis
The effectiveness of training and development programs greatly depends upon the way they are delivered to the employees. There are several on-the-job and off-the-job training and developmental models of formal training that are followed by organisations to promote employee learning. While on-the-job training modules promote learning among employees at their respective workplaces, off-the-job training is typically associated with training away from one’s workplace. It has been found that various off-the-job training and development approaches, such as virtual learning and so on, were adopted by organisations to address the developmental requirements of their individual employees.
 Employee training and development have been differently handled by different organisations. While some organisations have completely ceased developmental programs to reduce business expenses, others have reinforced training and development programs. Mikolajczyk (2021) mentioned a range of different training procedures that were adopted by various organisations to meet the developmental requirements of their individual employees. According to the author, at the beginning of 2020, a survey showed a 57% increase in investment in online learning platforms. Some organisations, according to McGuire et al. (2021), are investing in developing remote tools and forms of employee development. Gamification is among the various emerging employee training methods that have surfaced in recent times (Armstrong and Landers, 2018). Gamification can be defined as the process of applying gaming designs to training and learning materials to make the process more engaging (Sailer and Homner, 2020). Edtech platforms have rapidly emerged in the wake of the global pandemic to support distant learning (World Bank, 2021). In addition, e-learning has surfaced as one of the key methods of corporate training during the pandemic (Stefan et al., 2021). Augmented Reality (AR) has been implemented by several companies to accomplish the training and development of employees. The collective application of software, 3D models and Virtual Reality (VR) can be useful in training engineers (Serbulova et al., 2020). The application of emerging technologies in the field of training and learning not only boosts the skills of staff but also greatly enhances employee engagement. Upskilled and engaged employees, in turn, contribute to improving organisational performance as a whole. 
Advantages and disadvantages of training and development
Training and developmental programs have several advantages, both for employees and employers. For employees, training and developmental regimes help in improving the existing skills of the employees, thereby promoting career advancement. On the other hand, training equips employees with the required knowledge and skills required to handle job-specific responsibilities. Therefore, training and development programs are advantageous for organisations. However, in addition to the direct impact, several indirect impacts of training and developmental regimes offer an advantage to an organisation. For example,  according to Sendawula et al. (2018), the training and development of employees have a significant positive impact on the degree of employee engagement. As opined by Sahar and Siddiqui (2019), organisations that address the developmental requirements of employees witness a higher level of employee engagement compared to the organisations that do not design effective training programs. Both of the studies, the one conducted by Sendawula et al. (2018) and the one conducted by Sahar and Siddiqui (2019), posit that training and development trigger a higher level of employee engagement. The authors’ opinions conform with one another and reinforce the idea that employee engagement modulates a higher degree of performance, both on individual and organisational levels. Furthermore, by increasing employee engagement and job satisfaction, training and development programs enhance employee retention in an organisation (Nguyen, 2021). 
Therefore, the various advantages of training and developmental regimes include, enhanced employee performance, enhanced employee engagement, uplifted productivity, and improved employee retention. All of these factors collectively contribute to improving overall organisational performance.
The disadvantages of training and development are typically associated with the cost incurred by such practices. As per the statistical estimations, training and development might cost around £1104 per employee (Statista, 2022). Companies with hundreds of employees might, therefore, struggle to handle the financial burden imposed by employee training and development programs. On the other hand, the training and development programs must be strictly tailored to address the specific developmental needs of the employees, otherwise, such programs would fail to manifest enhancement in employees' performance. 
Theories related to learning and development
Learning is a cognitive procedure that involves bringing about long-term changes in human behaviour. In general, learning refers to the process of acquiring new information and retaining the information to implement it in the real world. In order to address the learning and developmental needs of employees, various theories and models of learning can be referred to. Kolb’s experiential learning theory, for example, is profound in the field of learning. 
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Figure 2.1: Stages of experiential learning
(Source: Majgaard and Weitze, 2020)
As per the theory, a learner traverses four stages during the process of learning new information. The stages described by Kolb are “concrete experience, reflective observation, abstract conceptualisation, and active experimentation”. The first stage, concrete learning, occurs when a learner comes across new information or experience. For example, an employee is introduced to IT skills for the first time. In the following step, the learner reflects on the new experience he just witnessed. The learner, therefore, would have to reflect on the IT skills he just learnt and would try to understand the significance of the skills. Next, the learner constructs new ideas and uses their own understanding developed from the experience and reflection. In this stage, the employee would form new concepts around his newly learnt skills. The last stage is active experimentation. The stage involves the application of the newly learnt skills in the real world. The employee, in this stage, would implement the newly learnt skill or newly acquired knowledge in the real world. The incorporation of Kolb's experiential learning theory in employee training and development would allow employers to create an immersive experience for the staff (Forbes, 2019). 
Honey and Mumford modified Kolb's learning style inventory and proposed a range of learning preferences. Honey and Mumford identified four distinct styles of learners. The idea was that different types of learning activities are better suited for different types of learners. It is, therefore, important for employers to design personalised training regimes for their employees. The four types of learners demonstrated by Honey and Mumford are “activists, reflectors, theorists, and pragmatists”. As per the theory, activists are the ones who learn by doing. In other words, activists need to be involved in an activity to learn and consolidate information. Reflectors learn by observing and introspecting. Reflectors tend to think deeper and consider all possible perspectives of a certain situation or experience before coming to a conclusion. Theorists, as the name suggests, like to indulge in learning and comprehending concepts underlying different phenomena. These learners disseminate and analyse available information regarding a topic of concern and quickly learn ideas backed up by concepts and models. Pragmatists are the ones who prefer putting newly learnt skills into day-to-day practice. Considering the different types of learners is beneficial for employers as it would allow them to design training programs accordingly (Morozevich et al., 2022). The delivery of knowledge and transmission of skills would be more efficient in this way. 
[bookmark: _heading=h.2s8eyo1]2.3 Gap in literature
The pieces of literature reviewed above demonstrate the influence of training and development in an organisational context. While some of the studies have emphasised the influence of training and development on individual employee performance, others have mentioned the moderating roles of improved employee engagement, job satisfaction, and employee motivation in improving overall organisational performance. Although most of the studies depicted above have claimed that employee training and development programs have a positive impact on organisational performance, no study to date has quantified the degree to which organisational performance is improved by adopting specific training and developmental regime. Moreover, a comparison of the impact of various types of training programs on organisational performance has not been accomplished. 
[bookmark: _heading=h.17dp8vu]2.4 Conclusion 
In conclusion, it can be ascertained that training and development programs have a positive impact on overall organisational performance. Training and development not only equips employees with adequate skills and knowledge required to serve their respective job positions, but also improves a range of different variables, such as employee engagement, job satisfaction, and level of motivation. The collective impact of all these variables ultimately manifests as enhanced organisational performance.


[bookmark: _heading=h.3rdcrjn]Chapter 3: Research Methodology 
[bookmark: _heading=h.26in1rg]3.1 Introduction 
Research methodology provides an overall outline of the methods, techniques, and approaches followed to collect, organise, and analyse data for research. The chapter is going to provide an overview of the methods and approaches followed by the researchers to gather and organise information to achieve the research objectives.
[bookmark: _heading=h.lnxbz9]3.2 Research Philosophy
Research philosophy is a belief regarding how data should be disseminated for the purpose of research. Research philosophies are categorised into four distinct classes, such as positivism, pragmatism, realism, and interpretivism. Positivism research philosophy has been followed by the researchers for the particular research. Positivism adheres to the notion that only factual knowledge obtained through sensory experience is trustworthy (Research Methodology, 2022). Positivism research philosophy has enabled the researcher to gather reliable data for the research and refrain from incorporating personal values while conducting the research. In the case of the current research, positivism seems to be the best available option. Considering that the present study is primary research, the positivism research philosophy has restricted the researcher’s role to merely data collection and interpretation. As a result, there is no way the researcher can integrate his own opinions or perspective while conducting the study. Consequently, the outcomes of the research strictly adhere to the “facts” discovered from the research and any element of bias is excluded, increasing the reliability of the study (Park et al., 2020). Hence, it can be said that positivism philosophy is the most appropriate choice for the current study.
[bookmark: _heading=h.35nkun2]3.3 Research Approach
A research approach is an overall plan followed by researchers to accomplish a research project. Three distinct categories of research approaches, such as deductive approach, inductive approach, and abductive approach have been recognised. Among these, a deductive research approach has been followed by the researcher to conduct this study. The deductive research approach has helped the researchers to develop a causal link between the variables and concepts in question (Saunders, 2019). A deductive research approach is meant to explore an established theory or phenomenon and test its validity under given circumstances (Azungah, 2018). In this context, the current study examines the ability of “training and development” to better prepare organisations for improving performance. Here, the known theory or phenomenon is that training and development improve performance. The phenomenon is being tested against the context of better performance amidst the pandemic. Therefore, a deductive approach is the best for this research as it has allowed the formulation of a set of hypotheses based on the known facts and the conduction of primary research to find whether those hypotheses are valid or not. Furthermore, a deductive approach has allowed finding the relationship between two different variables, such as training and development and improved organisational performance. 
[bookmark: _heading=h.1ksv4uv]3.4 Research Design
Research design can be defined as a general plan chalked out by researchers to determine the steps taken to achieve the research objectives. In the case of the current research project, a descriptive research design has been employed by the researcher. A descriptive research design has allowed the researcher to systematically collect and analyse relevant information. Also, a descriptive research design helped the researcher to provide an in-depth discussion of the phenomenon being studied. Here, the descriptive research design is best-suited as it allows in-depth analysis of the research problem. The research problem of the present study sets out to` address the role of training and development in better preparing organisations to tackle the changes in the working patterns. Descriptive research is suitable for this purpose as it will allow the integration of the findings of the primary research into the literature review and resolve the research query accordingly.
[bookmark: _heading=h.44sinio]3.5 Data Collection
Data collection is one of the key stages of the research procedure. It helps to collect all the information regarding the topic of concern (Solymosi and Bowers, 2018). The study conducted a survey and an interview procedure that helped to collect the quantitative and qualitative data respectively.The study has collected data for both surveys and interview for the purpose of data collection. The reason behind this is that a survey is generally associated with quantitative analysis, whereas an interview is commonly associated with qualitative analysis (Kurniawan, 2018). On the other hand, an has allowed procurement of in-depth view into the subject matter. Therefore, surveying the participants has allowed the researchers to disseminate precise and research-specific information. Moreover, a survey method has allowed the quantification of the results, further easing the process of interpretation. On the other hand, the interview has allowed researchers to develop a deeper understanding of the current scenarios and qualitatively analyse the subject of concern. In the case of secondary research, the Boolean technique has been utilised in order to collect all the data and search for all the key readings. The use of boolean operators is also common in this technique of data collection.    
[bookmark: _heading=h.2jxsxqh]3.6 Data Analysis
Information collected and generated from the previous stages has been analysed in order to identify the topic of the research effectively. It also guides the collection of the views from the respondents in primary data collection and the authors of the research papers in the case of secondary research procedure (Linneberg and Korsgaard, 2019). In order to analyse the quantitative data frequency calculation procedure has been employed. Frequency calculation helps determine the abundance of a particular group of data. The data analysed using frequency calculation allows quick interpretation of the observations. Therefore, the process of drawing inference is aided. On the other hand, in order to analyse and discuss the qualitative data from the primary and secondary processes, constant comparison and thematic analysis have been applied respectively. The constant comparison involves comparing the statement of interviewees with one another on a given topic. Constant comparison, therefore, allows recognition of patterns hiding behind the statement of the interviewees. The pattern can then be decoded and compared with the findings of primary research, thereby prompting the resolution of the research problems.  
[bookmark: _heading=h.z337ya]3.7 Sampling technique
Sampling is the process popularly used in the study of statistics and econometrics to select a specified group of people from a large population without tampering with the characteristics. In the case of survey procedure, random sampling has been used that helps to collect views of the respondents in a randomised manner and all of them get an equal chance to answer. The random sampling technique is the best approach to collecting subjects for surveys. Random sampling removes the chances of bias while selecting participants for research (Patten and Galvan, 2019). Moreover, random sampling has been chosen by the researcher as it is the simplest form of sampling of all. A purposive sampling technique has been utilised in the case of the interview process. It helps the researcher to identify the ideal respondents to improve the credibility of the study. The inclusion and exclusion technique has been utilised in order to complete the secondary data analysis process.   Inclusion-exclusion criteria help navigate the most appropriate sources of information for a particular study. Hence it increases the likelihood of producing reliable and reproducible research. Also, it reduces the probability of errors in the research. 
[bookmark: _heading=h.3j2qqm3]3.8 Timeline
The following “Work Breakdown Structure” (WBS) exhibits the time spent on each activity of the research project. 
	Activities
	Start date
	Duration
	End date

	Framing
  the research question 
	1/7/2022
	2
	3/7/2022

	Working
  on the research plan
	3/7/2022
	3
	6/7/2022

	Literature
  Review
	6/7/2022
	4
	10/7/2022

	Primary
  Data collection 
	10/7/2022
	7
	17/7/2022

	Secondary
  data collection 
	17/7/2022
	4
	21/7/2022

	Arranging
  the collected data
	21/7/2022
	3
	24/7/2022

	Data
  analysis and interpretation
	24/7/2022
	5
	29/7/2022
 


Table 3.1: Timeline of research
(Source: Created by the learner)
The following Gantt chart visualises the propagation of tasks:
[image: ]
Figure 3.1: Gantt chart
(Source: Created by the learner)
[bookmark: _heading=h.1y810tw]3.9 Ethical Consideration
Data collected during the process will be stored and analysed strategically following the guidelines from the “Data Protection Act, 2018”. The DPA 2018 is the UK’s implementation of the “General Data Protection Regulation” (Gov, 2022). DPA 2018 mandates the observation of data protection principles while handling personal data (Legislation, 2022) Moreover, as per this law any individual or institution dealing with personal information must ensure that the information is used “fairly, lawfully and transparently”. The purpose of the research has been thoroughly explained to research participants before the conduction of the study. All the data further be destroyed efficiently by following all the suggestions of the act. The identity of all the respondents of the survey procedure will further be kept secret to maintain the element of security. 

[bookmark: _heading=h.4i7ojhp]Chapter 4 : Presentation of data, data analysis, and discussion 
[bookmark: _heading=h.2xcytpi]4.1 Introduction
Data collection is the process that allows the researcher to gather information on the variables of the research topics to properly analyse the same. In the study, both qualitative and quantitative data will be collected. Primarily the quantitative data will be stored by the process of survey and qualitative data will be collected by Interviewing the respondents and analysing the external literature. The process further unveils some of the key findings related to the importance of training and development in the modern organisational culture. In addition, the prediction of the findings can also be interpreted with the help of analysing the collected data. 
[bookmark: _heading=h.1ci93xb]4.2 Primary data collection and analysis
In order to collect the primary data, two of the processes will be followed namely surveys and interviews. Primary data is known as the information that is generated from the direct intervention of the researcher.
[bookmark: _heading=h.3whwml4]4.2.1 Survey Process
In the process, mainly 8 questions will be asked about the importance of training and development in business organisations. The role of training and development in promoting sustainability in the business prospect under the precarious economic situation. At first, some questions will be asked to get an idea of the demographics of the respondents. After that, questions related to the topic of interest will be asked and they will be multiple-choice types and Likert scale types. The procedure of the survey is as follows:
Q1. Please specify your age group
	Options
	Number of respondents
	Total number of respondents
	Percentage

	Below 25
	8
	20
	40%

	25 to 45
	10
	20
	50%

	Above 45
	2
	20
	10%


Table 5.1: Responses
(Source: Created by the learner)     
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Figure 5.1: Responses
(Source: Created by the learner)
Q2. How many years do you associate with PWC? How long have you been working for PwC?
	Options
	Number of respondents
	Total number of respondents
	Percentage

	Less than 3 years
	7
	20
	35%

	3 to 6 years
	8
	20
	40%

	Above 6 years
	5
	20
	25%


Table 5.2: Responses
(Source: Created by the learner)
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Figure 5.2: Responses
(Source: Created by the learner)
Q3. Do you think the training and development of employees can enhance the productivity of organisations in the IT industry?
	Options
	Number of respondents
	Total number of respondents
	Percentage

	Yes
	13
	20
	65%

	No
	7
	20
	35%


Table 5.3: Responses
(Source: Created by the learner)
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Figure 5.3: Responses
(Source: Created by the learner)
Q4. In which training and development program do you enrol?
	Options
	Number of respondents
	Total number of respondents
	Percentage

	Technical Development program
	11
	20
	55%

	Leadership development Program
	6
	20
	30%

	Quality assurance training 
	3
	20
	15%


Table 5.4: Responses
(Source: Created by the learner)
[image: ]
Figure 5.4: Responses
(Source: Created by the learner)
Q5. How does your productivity change in the workplace after experiencing the technical and leadership training programs?
	Options
	Number of respondents
	Total number of respondents
	Percentage

	Improves
	14
	20
	70%

	Remains same
	6
	20
	30%


Table 5.5: Responses
(Source: Created by the learner)
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Figure 5.5: Responses
(Source: Created by the learner)
Q6. Proper training and development can enhance the motivation level of employees. How much do you agree?
	Options
	Number of respondents
	Total number of respondents
	Percentage

	1. Strongly disagree
	2
	20
	10%

	2. Disagree
	2
	20
	10%

	3. Neutral
	6
	20
	30%

	4. Agree
	7
	20
	35%

	5. Strongly agree
	3
	20
	15%


Table 5.6: Responses
(Source: Created by the learner)
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Figure 5.6: Responses
(Source: Created by the learner)
Q7. Effective training and development programs aiming at employees help to recover from the economic crisis PWC is facing. How much do you agree?
	Options
	Number of respondents
	Total number of respondents
	Percentage

	1. Strongly disagree
	3
	20
	15%

	2. Disagree
	4
	20
	20%

	3. Neutral
	5
	20
	30%

	4. Agree
	5
	20
	30%

	5. Strongly agree
	3
	20
	15%


Table 5.7: Responses
(Source: Created by the learner)
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Figure 5.7: Responses
(Source: Created by the learner)
Q8. Do you think training and development programs would enhance the retention rate of the company?
	Options
	Number of respondents
	Total number of respondents
	Percentage

	Yes
	18
	20
	90%

	No
	2
	20
	10%


Table 5.8: Responses
(Source: Created by the learner)
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Figure 5.8: Responses
(Source: Created by the learner)
[bookmark: _heading=h.2bn6wsx]4.2.2 Analysis of data collected from Survey
From the presentation of the above survey and the data generated from the process, it can be interpreted that most of the respondents and their ages are 45 or below. It can be commented that the sample chosen is necessarily a young group of people. Additionally, the majority of the respondents of the survey have work experience within 6 years, in the company or in the IT sector. It can also be understood that most of the respondents indicate that proper training and development programs can effectively enhance the productivity of the IT industry. 
Moreover, around 55% of all the respondents expressed that the training and development programs organised by the management of PWC are effective enough to help in work-from-home facilities. 70% of the survey respondents indicate that their productivity improves with the training and development programs. In the next question, the level of motivation is the point of interest and the influence of training and development on it. The majority of the respondents either remain neutral or agree with the statement. Although, the next question related to the effect of training and development programs on the economic situation of the organisation, the respondents seem to be sceptical and get a divided opinion. Finally, in the question about the retention rate of employees and the training and development program, respondents heavily indicate a positive outcome.    
[bookmark: _heading=h.qsh70q]4.2.3 Interview Process
In the process, two of the managers of PWC have been selected and asked three open-ended questions. It further helps the study to record the thinking of the managerial staff of the enterprise. The following table shows the interview process that summarises the questions and responses:
	Questions
	Response of Manager 1
	Response of Manager 2

	What do you think about the outcome of the training and development program by your organisation?
	I think the training and the development program was critical to enhance the productivity of the company. Moreover, the advent of the COVID 19 pandemic and subsequent lockdown measures limited our options to grant the work-from-home opportunity for our employees. In this challenging time, we need to kickstart the training programs for our staff members to improve their productivity. It will surely help them to work freely in this pandemic-ridden situation.
	The training and development program was a milestone for the company and I think it help us dearly to sustain our productivity in the pandemic-ridden times. The most important of all is that it helps our staff members to improve their knowledge and retain their employability. 

	How does the performance of the employees change after the completion of the training and development programs?
	I have noticed that after the completion of the training and development programs the productivity level of the employee tends to enhance many folds. It helps our establishment to perform efficiently in these challenging times and fulfilling all the demands of our clients.
	From where I observe this I can say that the outcome is sceptical in nature. There are some employees whose performance improves with the training and development programs. Although, some face critical challenges to cope up with the changing nature of the workplace.

	What is your view regarding the repetition of the same program to improve the productivity of the company?
	I think the motivation level of the staff members tends to enhance with the application of such a program. It further improves their performances. So, in my personal opinion, we must repeat such programs to improve the chance of extracting leaders from employees.
	I do not think the process is feasible enough and the expectation does not meet our prediction. In this context, I do not think it is important to repeat such a process in the near future.  


Table 5.9: The Interview transcript
(Source: Created by the learner)
[bookmark: _heading=h.3as4poj]4.2.4 Analysis of data collected from the Interview
As the above transcript suggests manager 1 indicated that the outcomes of the training and development programs of the company have likely as well as satisfactory outcomes. The manager also suggested that the programs not only help the organisation to improve its performance in the market but also enhance the productivity of staff members. Furthermore, the training programs organised by the management of PWC also help the employees to work freely in the pandemic-ridden period. In addition, manager 2 suggested that the program to develop the skill of the staff members is a milestone for the management of the organisation. 
In the second question related to the change in performances of the staff members after the completion of the training programs, the first manager indicates a fully satisfactory outcome. Furthermore, the manager also added that the program also helps the company to fulfil all the demands from the clients by the improvement of performances from the end of the employees. On the contrary, manager 2 conflicted with the views and argued that training programs help some of the employees, subsequently increasing their knowledge although there are some who do not get the benefit of the procedure. In the final question, the researcher queried about the feasibility of the process and the probable repetition of these programs. In response manager 1 highly praised the system and indicated positively about the possibility, although, manager 2 suggested that the process does not meet the expectations.        
[bookmark: _heading=h.1pxezwc]4.3 Secondary data collection
[bookmark: _heading=h.49x2ik5]4.3.1 Thematic Analysis Table
	Themes
	Name of the articles
	Authors
	Publishing Year
	Findings

	Investigating the significance of training and development programs to enhance organisational performances
	Effect of green human resource management practices on organizational sustainability: the mediating role of environmental and employee performance.
	Amjad et al.
	2021
	In order to improve the organisational sustainability training and development programs are important. It also helps to enhance the knowledge of staff members.

	
	The Role of Training and Development on Organizational effectiveness.
	Burhan Ismael et al.
	2021
	The training  and development of employees help organisations to effectively perform in market competitions.

	Identification of roles of training and development programs in helping the organisations in economic crisis 
	Enhancing the role of human resource management in corporate sustainability and social responsibility: A multi-stakeholder, multidimensional approach to HRM.
	Stahl et al.
	2020
	Proper training and development of employees helps the management of the business enterprises to effectively maintain the relationship with the stakeholders and enhance the performances.

	
	The impact of green human resource management on organizational environmental performance in Jordanian health service organizations.
	Rawashdeh
	2018
	The article tries to establish a relationship with the development of the staff members and the promotion of sustainability in business.

	Reviewing various training and development programs adopted by organisations in pandemic time
	Human Resource Management in COVID-19 Pandemic Times.
	Calderon Hernandez et al.
	2021
	The Technological training and heath security measures help the employees to perform better without compromising their health in the pandemic times.

	
	Emerging Issues and Challenges in HRM in the Pandemic Environment: A Theoretical Perspective.
	Selvi et al.
	2021
	The health security and the training related to the technological means so that the employees can efficiently use the modern tools in the case of work-from-home facilities. It also identifies some of the key issues of HRM practices in the pandemic-ridden time.


Table 5.10: Thematic Analysis
(Source: Created by the learner)
[bookmark: _heading=h.2p2csry]4.3.2 Investigating the significance of training and development programs to enhance organisational performances
Training and development programs helps the employees to enhance their knowledge and skills and further optimise their productivity. The process of skill development further helps the management of the organisations to improve their organisational performances. As suggested by Amjad et al. (2021), effective training and development programs further guide the middle managers to properly control the workforce and optimise productivity. The process also enhances the competitiveness of the business enterprises in the market competition as well as maximises profitability. Although Burhan Ismael et al. (2021), argued that efficient training and development programs further help the management of the companies to optimise the motivation level of the staff members which, in turn, improves the organisational effectiveness. The motivational level and the sense of empathy also maximise the organisational performance and the improved flow of information through the organisational hierarchy. 
[bookmark: _heading=h.147n2zr]4.3.3 Identification of roles of training and development programs in helping the organisations in economic crisis 
Training and development programs are designed by the management of the business enterprises principally aimed at improving the skill set of the employees and optimising their knowledge. The process further helps the companies to improve their performances in the market and enhance their performances. The process becomes necessary and critical in times of economic challenges like the pandemic situation when the global supply chain tends to disrupt. As opined by Stahl et al. (2020), the improved skill set of the employees further helps the company to effectively improve their performance in the market. The enhanced performance can also help the organisations to recover from the economic uncertainty. However, Rawashdeh (2018), argued by opposing the previously presented views by stating that training and development programs bind the management of business establishments to spend more money in the time of challenging situations for the exchequer. It also limits the operability of the enterprises and further complicates the situation.
[bookmark: _heading=h.3o7alnk]4.3.4 Reviewing various training and development programs adopted by organisations in pandemic time
In the time of pandemic ridden times and the subsequent lockdown measures bind the hands of management of all the organisations to apply work-from-home facilities for their employees. It also helps the organisations to continue their operations in this precarious situation. Technological development programs for the employees become critical due to the application of remote working cultures. Furthermore, it also becomes a challenge for the HRM department to efficiently train their employees on health care issues. Calderon Hernandez et al. (2021), suggested that technological training programs are the critical step for the employees to enhance their skillset to optimise their performances. The process further promotes trust and transparency in  the workplace that, in turn, optimises productivity. However, on the other hand, Selvi et al. (2021), suggested otherwise by stating that technological training along with quality control development programs helps the employees to adapt to the changing nature of work culture. It resists the fall in motivation level of the staff members and improves the productivity and profitability of the companies.      
[bookmark: _heading=h.23ckvvd]4.4 Summary
In the chapter survey and interview processes have been conducted. The data generated by the process have been analysed. The survey has been conducted on the employees of the organisations and the interview process mainly asked questions to record the views of the management. Finally, a thematic analysis has also been presented that further explains the topic with the aid of the external literature.   
          

[bookmark: _heading=h.ihv636]Chapter 5: Conclusion
[bookmark: _heading=h.32hioqz]5.1 Conclusion
In the study, various training and development techniques have been analysed and identified. Here, a survey has been conducted on the employees of PWC to record their views regarding the effectiveness of training programs. An interview has also been conducted with the managers of the enterprise that helped to collect the views of management regarding the same. Different aspects of using such procedures to maintain organisational productivity have also been presented and explained. Thematic analysis has been discussed to properly understand the role of training and development programs.    
The results of primary and secondary research have aligned with each other. The primary as well as secondary research indicated that training and developmental programs positively influence organisational performance. As per the information derived from the survey, a significant proportion of employees have implied satisfaction with training and development programs arranged by their organisation. Moreover, a majority of the participants have ascertained that employee development programs help boost employee retention rates of the organisation. 70% of the participants have agreed to the point that training and development arrangements have a positive influence on individual productivity. The findings of the survey and interview are in line with that of thematic analysis. The articles chosen for the thematic analysis establish that training and development enhances knowledge and skills of individual employees. Improved performance of employees ultimately sum up and improve the overall organisational performance. Some contradictory viewpoints have also been discovered where training and development has been seen as a resource and time-intensive procedure. Nevertheless, the present study conforms with the findings of previous literature and confirms a positive correlation between such programs and enhanced performance. 
[bookmark: _heading=h.1hmsyys]5.2 Alternative Methodology
In the study, a survey has been conducted with the employees of PWC following a random sampling method. Only 20 employees have been selected for the process. Although, a large fleet of employees can be adopted and it will further guide the researcher to efficiently understand the processes. Using such a large number of respondents also minimises the risk of bias. In the interview procedure, only three questions have been asked to the managers although several other questions regarding the financial burden of organising such programs can be asked. Additionally, six external articles have been selected although a greater number of studies can be adopted that further improve the credibility of the paper. 
[bookmark: _heading=h.41mghml]5.3 Linking with the objectives
· The first objective “To investigate the significance of training and development in improving organisational performance” have been discussed in the Literature Review section under subsection 2.2 with the title of “The concept of training and development and its significance in improving organisational performance” and in the Data analysis section under 5.3.2.
· The second Objective “To identify the importance of training and development in preparing organisation amidst economic crisis” has been discussed in the Literature Review section with the heading of “Effectiveness of training and development in preparing organisations amidst economic crisis” and it further analysed in Chapter 5 under the heading of 5.3.3.
· The third objective “To review the different types of training and development practices adopted by organisations during pandemic-induced economic crisis” has been discussed in the Literature Review section under the heading of “Different types of training and developmental practices followed by organisations amidst the pandemic-induced economic crisis” and in Chapter 5 under 5.3.4.
[bookmark: _heading=h.2grqrue]5.4 Recommendations
The above analysis and discussion further help to understand the role of training and development programs and their importance in defining organisational productivity. The recommendations can be summarised as follows:
· To organise the training and development programs to optimise the productivity of employees. Training and development programs should be organised to meet the individual requirements of employees. In the absence of customisation, training would fail to bring about the anticipated results. 
· To plan the procedures efficiently in order to optimise the cost due to the training programs. Cost-efficiency might be ensured by personalising the training regime for individual employees. In this way, every employee learns the skills and knowledge he lacks, saving resources and time. 
· Managing the training programs and addressing the health issues to enhance the level of motivation in the case of employees. As per Maslow’s hierarchy of needs, safety and security needs sit at the second tier in terms of their importance. Therefore, addressing the health requirements of employees would ultimately boost their motivation by evoking a sense of belongingness to the organisation.
· Effective communication with staff members to help them in adapting the changing nature of workplaces. Communicating with staff is important to understand the requirements of the employees. As a result, the authority can create action plans to address the individual requirements of the employees, boosting their confidence and commitment to the organisation. 
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