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Abstract
The research has been based on the effects left by improper training and development plans on the workforce productivity of a UK-based company. Expedia has been chosen as the case business of the study. In the introduction chapter, a clear idea of the research context and the whole dissertation has been presented. The methodology section has integrated the approach taken by the researcher so that they can ensure the credibility and reliability of the study with the execution of the Saunders et al. framework. A literature review chapter has been performed to gain an understanding of the topic of the research. Relevant concepts, theories and knowledge gaps were highlighted clearly in this chapter. The thematic analysis has provided a theme-based view on the topic, while understanding the issues, the negative impact on the company and the employee. Further, the possible solutions have also been considered for Expedia to mitigate the challenges and increase staff productivity. The section of findings and discussion has analysed the key findings of the secondary qualitative and quantitative research. In this way, the data have been presented to make sense of the collected data and make it understandable. Furthermore, there is a discussion section to discuss the key similarities and differences of findings with the literature review chapter. 
The conclusion chapter has set a base for the overall study with recommendations and future research directions alongside the limitations faced in the study.

Table of Contents
Chapter 1: Introduction	5
1.1. Chapter Introduction	5
1.2. Context and potential significance of the research	5
1.3. Research Aim and Objectives	5
1.4. Research Questions	6
1.5. Rationale of the Work	6
1.6. Brief idea of the methodology	6
1.7. Dissertation structure	6
1.8. Chapter Summary	7
Chapter 2: Literature Review	8
2.1. Introduction	8
2.2. Conceptual framework	8
2.3. Theoretical framework	9
2.4. Critical review of literature	9
2.5. Literature Gap	12
2.6. Summary	13
Chapter 3: Research Methodology	14
3.1. Chapter Introduction	14
3.2. Research Onion	14
3.3. Research Philosophy	14
3.4. Research Approach	14
3.5. Research Design	14
3.6. Research Strategy	15
3.7. Research Methods	15
3.8. Data Collection and Analysis	15
3.9. Time Horizon	15
3.10. Ethical Consideration	15
3.11. Gantt Chart	16
3.12. Chapter Summary	17
Chapter 4: Results and Discussion	18
4.1 Chapter Introduction	18
4.2 Results and Findings	18
4.2.1 Thematics Analysis	18
4.2.2 Statistical Analysis	22
4.3 Discussion	29
4.4. Chapter Summary	30
Chapter 5: Recommendations, Conclusion and limitations of the research	32
5.1. Chapter Introduction	32
5.2. Achievement of Research Objectives	32
5.3. Conclusion	32
5.4. Recommendation	33
5.5. Limitations	33
5.6. Future Research Directions	33
5.7. Chapter Summary	34
References	35




[bookmark: _Toc212655796]Chapter 1: Introduction
[bookmark: _dmji3hgiy6w9][bookmark: _Toc212655797]1.1. Chapter Introduction
Presenting an introductory idea of the whole research project is the key purpose of this chapter. First of all, the main context of the study and its potential importance will be discussed in the following section. On the contrary, the research aim and objectives will be included to show the basic pathway of completing the work. Additionally, the rationale of the project and the methodology of the entire work will be described briefly. The successful completion of a research work is mostly based on its overall structure (Germano, 2022). In order to ensure this fact, the structure of the entire dissertation will be highlighted as well.
[bookmark: _naioav4jz8d][bookmark: _Toc212655798]1.2. Context and potential significance of the research
The selected topic for the research is to understand the effects of improper training and development on organisational productivity. Training and development are a crucial part of staff management (Saks, 2022). It helps to fill the skill gaps in the workforce and boost overall business performance. With the help of this initiative, businesses help their employees to work more efficiently in their respective job roles (Chen, 2021). The research will proceed by following Expedia as the case business for the study. The UK tourism market has been filled with numerous brands that are popular as well as competitive. Reports state that TUI is one of the leading companies among them for its popularity among 51% travellers in the UK. However, among these businesses, Expedia is famous among nearly 37% of tourists (Statista, 2025). The lack of workforce productivity within the entity can be mentioned as a major reason behind such poor fame (Won et al., 2021). From this, it can also be stated that companies similar to Expedia can boost their productivity through effective training and development (Blanchard and Thacker, 2023). The current knowledge shows a notable gap regarding the alignment of these factors. This research work can be valuable to fill this research gap and make organisations more aware regarding this. The findings can guide ventures in resolving the issues linked to their training and development plans. Furthermore, it can help them develop the most effective workforce-building strategies, increasing their competitiveness and profitability.
[bookmark: _bmfb3446d217][bookmark: _Toc212655799]1.3. Research Aim and Objectives
Research Aim
To understand the negative effects of improper training and development on the employee productivity of Expedia.
Research Objectives
1. To identify the issues in the current training and development practices of Expedia.
2. To analyse the negative impacts of the training and development-related issues on the staff productivity of Expedia.
3. To evaluate possible solutions that can help in mitigating the training and development-oriented challenges at Expedia and improving its employee productivity.
[bookmark: _kwnxhs4f6nlj][bookmark: _Toc212655800]1.4. Research Questions
1. What are the issues in the current training and development practices of Expedia?
2. What are the negative impacts of the training and development-related issues on the staff productivity of Expedia?
3. What are the possible solutions that can help in mitigating the training and development-oriented challenges at Expedia and improving its employee productivity?
[bookmark: _3vqtixnkyur0][bookmark: _Toc212655801]1.5. Rationale of the Work
The availability of training and development scopes is a highly demanding factor in the job market of the 21st century (Li, 2024). Especially, the current generation of applicants prefers to work for companies that support the professional growth of their staff through this strategy. According to reports, organisations face the challenges of job vacancies that are mostly caused by the skill gaps among the job applicants. The government has enforced different upskilling rules, which have failed in mitigating the issue (Clark, 2025). However, the betterment of training plans can be a notable solution to this problem. For guiding businesses similar to Expedia regarding this, the findings of this study can be effective. On the other hand, human resource management is gradually becoming a popular topic in the business management field (Bratton et al., 2021). This research project can work as a reliable source of information for future researchers to explore a relevant topic. In contrast, the success of the project and its significant sides can enhance its researcher’s identity in the academic field.
[bookmark: _1i7hs6avmons][bookmark: _Toc212655802]1.6. Brief idea of the methodology
The development of a proper methodology is highly necessary to conduct research successfully. Research can be completed in two ways such as the primary and the secondary methods (Rose et al., 2023). Giving priority to existing data, the mixed secondary method will be followed in this work. Furthermore, the entire project will be developed on the pragmatism philosophy, along with an abductive approach to study. Following a specific company to research a chosen topic increases the focus of the work. Due to this reason, a case study strategy will be followed throughout the work, concentrating on the chosen brand, Expedia. Additionally, the gathered information will be analysed with the help of the thematic analysis method.
[bookmark: _kb8sffzsv9n][bookmark: _Toc212655803]1.7. Dissertation structure
Building a dissertation is a vast activity and due to this reason, following a structured route is very important. This thing further helps in eliminating unnecessary confusion and enhances the understanding of each fact presented (Thompson, 2025). Following the introduction chapter, a review of existing literature will be added for giving a general context of the topic. On the other hand, the research methodology will be presented for discussing and justifying the selected methods. The gathered data sets and their interpretation will be discussed in the chapter on findings and analysis. Lastly, the overall findings of the research will be summarised in the conclusion chapter and the identified recommended strategies will be presented.
[bookmark: _97fr4ww23uf8][bookmark: _Toc212655804]1.8. Chapter Summary
The chapter has been added to the dissertation to present an introductory context of the study. At the initial part of the chapter, a discussion on the research context has been presented, followed by its significance. Furthermore, it has highlighted the key objectives of the study to meet the research aim effectively. Based on the research goals, some questions have been designed to make the way towards achieving the aim more fluent. The rationale behind conducting the study and the methods considered for its successful completion have also been included in the chapter.

[bookmark: _lsy5u4s3y6g][bookmark: _Toc212655805]Chapter 2: Literature Review 
[bookmark: _Toc212655806]2.1. Introduction 
The following literature review chapter will be conducted to present an understanding of the issues of training programs. Past literature will be explored to gather relevant information on this topic. A focus on the UK travel sector will be placed while exploring and reviewing past literature. Relevant concepts will be illustrated and discussed through the development of a conceptual framework. On the other hand, a theoretical framework will be designed to provide an understanding of relevant theories. A critical review of the literature will be placed in this chapter, which will lead to the existence of knowledge gaps. 
[bookmark: _Toc212655807]2.2. Conceptual framework 
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Figure: Conceptual framework
Source: (Author, 2025)
Analysis
The conceptual framework presented above has clearly illustrated the relevant concepts related to the training and development programs. Unclear purpose and goals, budget constraints and selection of incorrect training methods have been initially identified. They were related to the issue in training and development practices within the UK travel sector. On the other hand, skill gaps, decreased motivation and increased errors were also identified as specific concepts. They were mainly related to the negative effects of the training and development issues within the UK travel sector. Other concepts identified in this section were recruiting effective leaders, establishing clear goals and acquiring sufficient budgets. These concepts were related to the solutions for mitigating the issues of training programs. 
[bookmark: _Toc212655808]2.3. Theoretical framework 
Resource-based view theory 
According to Freeman et al. (2021), the competitive advantage of an organisation depends on several factors, which also act as a source of motivation for them. The resource-based-view theory has highlighted the importance of the internal resources and expertise of a venture for maintaining its competitive position. The organisations in the UK travel sector often do not prioritise their training programs by perceiving their contribution to competitiveness. It has led to the existence of issues in the training programs that further affect workforce efficiency. 
Expectancy theory 
As per Feather (2021), the expected outcomes of individuals can drive them to accomplish various tasks. This concept has been clearly explained by the expectancy theory. It has been highlighted that perceiving the positive outcome of an activity can encourage them to actively participate in it. However, the issues with the training and development programs can lead to creating negative perceptions about outcomes. Hence, employees can naturally feel less motivated and engaged with the training programs. It further affected their overall participation in the training programs and caused disruptions in overall workforce efficiency. 
Social learning theory 
As stated by Rachmad (2025), the social learning theory has focused on explaining the importance of observations in the overall learning process of an individual. Hence, observing positive behaviour can lead to fostering positive learning among individuals and vice versa. Organisations need to make careful decisions while appointing role models in training programs. It is due to their influence on the learning of the staff and on the overall workforce efficiency. Employees need to be allowed to observe successful leaders to ensure positive learning outcomes. Appointing effective leaders can help in fostering positive traits, qualities and skills among employees. 
[bookmark: _Toc212655809]2.4. Critical review of literature
Issues in the current training and development practices of organisations in the UK travel sector 
The training and development facilities are usually provided to the employees to improve their skills and job performance. However, organisations in the UK travel sector experience several issues while planning and implementing the training and development practices. It has resulted in the development of poor training and development programs, which further affected workforce efficiency. 
Unclear purpose and goals 
As noted by Beqiri and Trakaniqi (2021), the quality of the training and development practices of organisations decreased due to the unclear purpose and goals. The leaders within travel-based organisations have often placed less focus on setting clear goals while providing training to the workers. Employees faced issues in understanding the things that are expected from them by joining the training and development programs. It has made the employees feel disengaged in the training and development programs as well, and their motivational level has also decreased.  Other than that, unclear goals and purpose also lead to confusion between the employer and employees. It further affects the overall efficiency of the workforce. 
Selection of incorrect training and development methods
As argued by Forelli and Ordonez (2025), the quality of the training and development programs offered to employees within the UK travel sector depends greatly on the methods. It has been identified that organisational leaders often overlook the effective methods of training and development. It has made it difficult for them to increase the productivity level of the staff. Few have claimed that management pressures and external influences have led to the incorrect selection of training and development methods. However, Galang et al. (2023), have argued that leaders also have insufficient knowledge about effective training and development methods. This has led to the incorrect selection of training and development methods within the UK travel sector. 
Budget constraints 
As said by Aslanova (2025), the budget constraints have been reported by several organisations within the UK travel sector as a vital issue. It has affected the quality of the training and development services provided to the workers. Lack of budget has posed challenges to the organisational leaders in terms of allocating required resources for training and development programs. Hence, the quality of training and development decreased, which further affected the overall productivity of the workforce. While Croes et al. (2025), have argued that the lack of financial resources has posed challenges in providing employees with competitive wages. This factor has contributed to reducing the motivation and engagement of employees to participate in the training and development programs. 
Negative impacts of the training and development-related issues on the staff productivity within the UK travel sector 
The training and development-related issues within the UK travel sector have various negative effects on the staff productivity levels. These issues mainly affected the training programs in terms of achieving intended outcomes, for instance, enhancing staff skills. Employees also feel demotivated and less engaged while participating in poor training programs, which further increases concerns. 
Skill gaps
As stated by Kravariti et al. (2022), the issues related to the training and development facilities provided in the UK travel sector have often led to a skill gap. Improper training often involved a poor understanding of the needs and demands of the workforce. Hence, the leaders cannot determine the specific skills that need to be acquired by employees through skill-based training. On the other hand, others have argued that skill gaps can also result from the lack of employee participation in training. Poor training and development programs often failed in encouraging participation among staff. Hence, leaders were unable to work on skill enhancement of the workforce. It further resulted in creating skill gap issues. 
Decreased motivation and engagement 
As claimed by Carlisle et al. (2023), the issues of training programs often caused dissatisfaction, poor engagement and lack of motivation within the workforce. It is due to the negative perception of the employees about the value of the training. It has been claimed that employees often have past experiences related to their participation in ineffective training programs. It has shaped their future behaviour while participating in specific training programs in the UK travel sector. Others have also argued that the fear of time wastage among employees has decreased their motivation and engagement in training programs. Issues in training programs often involve the selection of ineffective training methods that make the staff feel frustrated. It also indicated the lack of effectiveness of those training programs in enhancing their skills and advancing their career. It further makes the staff feel less motivated and engaged, which further affects their overall productivity and performance.  
Increased errors 
As per Kwok (2022), the issues in the training and development programs have affected workforce productivity by increasing the risk of errors. Organisations in the UK travel sector with poor training facilities have often been criticised for their low-quality products and services. Many have claimed that ineffective training has led to the absence of necessary skills and expertise within the workforce. This further makes the staff incapable of delivering faster services and performing their job roles effectively. On the other hand, Pelit and Katircioglu (2022), have argued that poor training and development have affected the understanding of staff about the things which were expected from them. This lack of understanding has affected their overall work outputs and increased the chase of errors. 
Effective solutions that can help in mitigating the training and development-oriented challenges and improving employee productivity within the UK travel sector
The mitigation of the challenges of training and development requires unique and innovative solutions to enhance productivity. Organisations need to identify the issues they have experienced while planning and implementing the training programs. It can enable them to design effective solutions which are focused on mitigating potential problems. 
Acquiring sufficient budget 
As said by Serhan et al. (2024), the organisations in the UK travel sector often have insufficient financial resources to fund their employee training programs. Hence, the major solutions for mitigating the issues of training and development would be acquiring sufficient funds. Many have claimed that organisations need to have the capability to cover the costs of their training programs to meet their organisational objectives. With sufficient resources, leaders can become capable of meeting each and every need of the employees. While employees can feel supported and valued in the company, that can make them feel highly motivated and engaged. On the other hand, Ercik and Kardaş (2024), have argued that training programs supported with adequate funds can freely work on skill enhancement of workers. Hence, adopting this strategy can help companies to enhance the overall productivity and performance of the workforce in the travel sector. 
Establishing clear goals and objectives 
As suggested by Michael and Fotiadis (2022), clear goals can provide the staff with a clear sense of direction and encourage them to actively participate in training programs. Hence, many have argued that organisations need to instruct their leaders to set clear goals while implementing training programs. Clear goals can aid in reducing confusion and enhance the understanding of workers about the outcomes. Chatzoudes and Chatzoglou (2022), have also argued that organisations also need to highlight the vital outcomes of training, like skill enhancement and career advancements. These outcomes can be communicated alongside the goals that can motivate employees to actively participate in training programs. 
Hiring effective leaders 
As noted by Yılmaz and Özgener (2022), the training programs fail mainly due to the lack of knowledge of leaders about correct training methods. It has been claimed that effective leaders have an appropriate understanding of effective training methods. It helps them to design and implement effective training programs and enhance workforce efficiency. While Saayman et al. (2023), have also argued that effective leaders bring their own qualities and skills that can be valuable in the training programs. Appointing effective leaders can help organisations to utilise their expertise to facilitate skill enhancements within the workforce. Hence, the overall efficiency of the workforce within the UK travel sector can be enhanced. 
[bookmark: _Toc212655810]2.5. Literature Gap 
The employee training programme has been a key topic of human resource management that has been widely explored previously. However, it has been identified that the majority of the past literature has placed less emphasis on the UK travel sector. It has resulted in the existence of a biased understanding of training and development. Other than that, the lack of numerical data also created major knowledge gaps. Past scholars have focused more on providing a descriptive understanding of this topic and less on statistical evidence-based understandings.
[bookmark: _Toc212655811]2.6. Summary 
The above literature review chapter has discussed the relevant concepts which were associated with the issue of training and development. Social learning theory, expectancy theory and resource-based view theory have been explained to provide a theoretical understanding. Critically reviewing existing literature has offered a balanced view on the training and development topic. Lack of numerical information and less emphasis on the travel sector were the major contributors to the existence of knowledge gaps. 


[bookmark: _Toc212655812]Chapter 3: Research Methodology 
[bookmark: _fxa5zy2rgguf][bookmark: _Toc212655813]3.1. Chapter Introduction 
The execution of this chapter is crucial as it allows justification of the approach taken by the researcher to ensure the credibility and the reliability of the study (Zou and Xu, 2023). In this research, the execution of the chapter has been accumulated with the guidance of “Handbook of research methodology” written by Mishra and Alok (Mishra and Alok, 2022).
[bookmark: _iol7n14nux7h][bookmark: _Toc212655814]3.2. Research Onion 
Within the simplest level, the term research onion refers to the layered model, which allows researchers to use a sequential system for an organised study. The term was first developed by Saunders et al. as a conceptual framework, which allows guiding the investigators with a thorough process with all the stages accumulated for a fruitful delivery of the study. In this research context, the same has been initiated to use in order to find the progressive system over which the investigator forms their research proposal. 
[bookmark: _hf7k9tipux7][bookmark: _Toc212655815]3.3. Research Philosophy
A set of assumptions and beliefs is evaluated within research as a guidance regarding how the research will be conducted is known as the research philosophy. Saliya states choosing a research paradigm is essential due to its ability to allow the researcher with the way they can start forming their research questions (Williams, 2021). The selection of a research philosophy can be essential for this reason, as this provides the classification of the study rather than starting off vague. In this study, the investigator has chosen the pragmatist philosophy so that the researcher can collect secondary qualitative and quantitative data (Manu and Akotia, 2021). 
[bookmark: _git26zjb9ber][bookmark: _Toc212655816]3.4. Research Approach 
The concept research approach can be defined as the overall plan which one can execute in their study as the guidance of broad assumptions with detailed methods. With the execution of the approach, the researchers are able to establish necessary elements such as collection, analysis and interpretation (Taherdoost, 2022). For the context of this research, the investigator has utilised an abductive research approach, as this has allowed them to ensure alignment of their study for qualitative and quantitative data collection. The selection of this approach is ideal due to its ability to collect different opinions and form opinions in the study ahead, even when the data is complex. 
[bookmark: _kxsunsvws16t][bookmark: _Toc212655817]3.5. Research Design 
Research designs are the blueprint of a study, which creates a detailed plan for the study with chosen prospects, such as analysis and methods for a systematic research structure. For the context of this study, the researcher has been executing an exploratory research design as it has allowed the study to form the study with informed and validated knowledge even when there is limited data available. Moreover, the execution of the same has also provided this information to be well-validated and integrated (Gamage, 2025). 
[bookmark: _64p8genqg481][bookmark: _Toc212655818]3.6. Research Strategy 
The concept of research strategy is simple, as it allows planning the approach through which the researcher will guide their study (Johannesson and Perjons, 2021). This factor will allow the study to capture methods for data collection and analysis, alongside aligning the objectives. In this research study, the investigator has selected a case study strategy as it is deemed beneficial for the data collection of real-life scenarios with other cases as examples for this study.
[bookmark: _jk1gnhr5dgy4][bookmark: _Toc212655819]3.7. Research Methods 
Research methods are the backbone of a study, which determines the way specific procedures and techniques will be used for the analysis of the study (Denny and Weckesser, 2022). With the execution of the same, the investigator will be able to identify the what of the research while encompassing the wide range of tools. For the context of this particular study, the researcher has chosen a mixed method for the collection of both qualitative and quantitative data via secondary sources. With the execution of this method, the researcher was able to attain different complete opinions for the research development (Ghanad, 2023). 
[bookmark: _sgf9crjwcvoi][bookmark: _Toc212655820]3.8. Data Collection and Analysis
The terms data collection and analysis are two terms which focus on collecting information from different sources while allowing for data analysis for the extraction of insightful knowledge. The data collection for this research topic has involved books, journals, articles, and government-published papers alongside websites from Google Search. The execution of so has also integrated the thematic analysis technique and the statistical analysis in order to extract statistical information with the identification of the themes (Clark et al., 2021).
[bookmark: _chfsy1fwo0iq][bookmark: _Toc212655821]3.9. Time Horizon 
When it comes to research, choosing a defined time is essential (Maier et al., 2023). Hence, for the context of this research, a time horizon has been selected which has allowed the researcher to select the duration of the study. For the context of this study, the researcher has chosen a cross-sectional time horizon to find information at a single point in time to collect the snapshots of the information.
[bookmark: _72m157tp5ehd][bookmark: _Toc212655822]3.10. Ethical Consideration 
Ethical consideration within research refers to taking into consideration what guides the researcher in a way to protect their study with integrity and credibility (Ovádek, 2021). In this research, the researcher has taken various considerations in order to maintain the authenticity and the reliability of the research. For the context of this research, the investigator has attained research ethics, such as proper citation, referencing and adherence to the data protection law with the Data Protection Act 2018. Additionally, this research has also integrated copyright adherence alongside the application of the updated information (Vu, 2021). 
[bookmark: _z5hiwn7hj117][bookmark: _Toc212655823]3.11. Gantt Chart 
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[bookmark: _olxa06ptsow2][bookmark: _Toc212655824]3.12. Chapter Summary 
Within this chapter, the overall understanding of research methodology has been provided, which further supports in different ways concerning the maintenance to ensure replication and critiques. Thus, in this chapter, the researcher has utilised several aspects along with the framework of the research onion introduced by Saunders et al. as the layered structure to consider 

[bookmark: _Toc212655825]Chapter 4: Results and Discussion 
[bookmark: _Toc212655826]4.1 Chapter Introduction 
The chapter on results and discussion will be conducted to highlight and evaluate the findings of the research and showcase the key aspects in a proper way. In order to analyse the collected quantitative and qualitative data, analysis techniques will be used. Therefore, the thematic analysis process will be beneficial to make sense of the collected qualitative data. On the other hand, statistical analysis will be aligned with the analysis process of the collected quantitative data. Furthermore, different kinds of themes will be developed that will properly justify the objectives and aims of the research, with the purpose of giving a proper insight. A valuable theme in this aspect will be the issues that come on the path of training and development for the chosen organisation, Expedia. Furthermore, the negative impacts that are related to the issues that the company faces will be another theme. In order to give a valuable insight, the set of negative impacts that affect employees' productivity to some extent will be another key theme in thematic analysis. This chapter will also offer a set of possible solutions that the organisation can use to mitigate the issues. Apart from the thematic analysis, statistical analysis will also take place. Here, graphs, charts and data will be presented that perfectly align with the research aims and topic. 
[bookmark: _Toc212655827]4.2 Results and Findings 
[bookmark: _Toc212655828]4.2.1 Thematics Analysis
Theme 1: Issues in the current training and development practices of Expedia
Inconsistent alignment with job requirements
The job market is changing rapidly, with the requirements and efforts to update the skills and abilities of an individual. In such a case, the alignment of the training and development to these practices and meeting the requirements becomes highly essential. Expedia faces a gap in such a process, facing a gap while not align its training and development programs with the market requirements. The training and development process also lacks structural development, which signifies a need for a more comprehensive and systematic process to align with the requirements. With the lack of such a process, the issue of employees not gaining the proper skills and having inconsistent training can be seen with the current job requirements (Mikołajczyk, 2022).
Accessibility of training resources
The accessibility of the training resources is one of the most important aspects which highlights a better training and development process. In such a sense, Expedia face an issue with their lack of proper accessibility to the training resources. The lack of accessibility to the resource affects the success of the training and development program. The accessibility of the resources also creates an issue for Expedia to manage their employee output in the company, whereas time constraints can also be seen as a process. The issue faced by the company currently also has an effect on their overall operations and business aspect towards employee productivity (Traini, 2022).
Adapt to digital advancements
Considering the advancements in digital technologies, the training and development process also requires a significant amount of integration of digital tools. Expedia, being in the travel industry, needs to align their objectives with the digital advancements effectively. The lack of integrating digital tools in their training and development process also creates a challenge for them to adapt to the market changes. Changes which are significant factors for both the employees and the businesses are neglected due to this issue. The training and development process can be wide with a large number of skill enhancement processes, where the lack of digital advancements can affect their operations further significantly (Rivaldo and Nabella, 2023).
Theme 2: Negative impacts related to the issues faced by Expedia
Decreased employee morale
Considering the faced issues, the lack of proper maintenance of the training and development program impacts the employees mostly. The morale of the employees is affected due to such a process, which can have a significant impact, considering the work motivation and the inefficiencies within the workforce. Further, the issue also impacts the employee's ability to engage with the process further, which has a significant impact affecting the company operations negatively (Weyant et al., 2021).
Employee engagement
Employee engagement is a critical factor to consider in any company, whereas in the travel industry, for Expedia, employee engagement holds significant value. Considering the factors and a lack of a proper training and development program, the company can face decreased employee engagement, which affects the organisational workforce output significantly. With the lack of resources to maintain a better training program, the expectations of the employee in the process are also affected, which leads to poor engagement overall. This impacts Expedia negatively, which leads to their overall value being significantly decreased in the market, affecting their reputation (Bristol-Alagbariya et al., 2022).
Poor operational efficiency
Concerning the given issues and how they affect the company, understanding how the efficiency within the organisation will be maintained is also important. In such a method, the overall condition for the negative impacts can be directly related to the poor operational efficiencies overall. With the understanding of the issues and evaluating the negative impacts, the efficiency of the employees will also be said to decrease with the given time. The lack of proper training and development creates a gap in enhancing skills, which decreases efficiency (Patterson, 2023).
Theme 3: Negative impacts influencing the staff productivity in Expedia
Reduced skill utilisation
Productivity of the staff has also been seen as a form to be affected by the given issues and how it impacts Expedia. Within an organisation, there can be a large set of employees with a potential for better output through a skill enhancement process. This directly aligns with their utilisation of skills and productivity through which they contribute to organisational success. With the given issues and understanding the low morale impact on the employees within Expedia, it also affects their utilisation of current skills, negatively affecting the productivity of the workforce (Marion and Fixson, 2021).
Increased turnover
Considering an increase in employee dissatisfaction and low morale, the engagement factor can also affect how an employee is connected with an organisation. With the decreased engagement, the risk of turnover increase can be seen, which also affects Expedia in a negative manner. Allowing for a better training and development program can increase the skill of the employee and engage with the company more effectively. However, with the lack of such a process, the risk of employees finding new opportunities can be considered for Expedia (Hargitai and Bencsik, 2023).
Burnout risks
Lack of training and development programs creates a gap in providing the proper ability and skills to the employees to handle their jobs. Expedia, being within the travel industry, includes a large number of tasks which can stress an employee within the company. Without proper skills and the ability to handle the tasks, the risks of burnout for the employee also increase significantly. This affects the management of the workforce, as well as impacting the efficiency of the organisation (Gutterman, 2023).
Theme 4: Possible solutions to help mitigate the issues
Frequent feedback
Considering the lack of proper resources and meeting of the job requirements, the company directly mentions the employee and stakeholders for better suggestions. The solutions include the company offering frequent feedback, which helps to personalise the training and development program, understanding the current needs and how it can help the business effectively. Further understanding the value of the training and development program, the feedback can also help to consider proper resources which can help to mitigate the lack of resources issue for Expedia. This can further improve the training and development program of the organisation while adapting to the job requirements in the market (Toppin, 2025).
Integration of digital tools
The integration of digital tools can be a direct and highly effective solution, helping in understanding the current value in the market, which adapts to the trends. This will also help to enhance the training and development program within Expedia, allowing the diversification of the program further. The digital tool will also help to increase the skills and abilities of employees to handle digital tools. This can highlight a better training process which offers long-term value to the organisation (Warin and Darmawan, 2024).
Continuous learning programs
Understanding the issue of accessibility in the resource, as well as adapting to the rapidly changing market, a consistent learning process can help Expedia mitigate the issue. Considering the change in the market, continuous learning programs can further allow the employees to get industrial exposure and gain useful skills. The company also gains an increased output in efficiency as well as employee engagement. This helps to mitigate the issue with training and development programs within Expedia and allows a better management of employee engagement within the organisation (Bristol-Alagbariya et al., 2022).
Theme 5: Solutions to enhance employee productivity within Expedia
Reward system
The reward system is one of the most effective solutions, which has traditionally been proven to directly influence employee productivity within the business. The reward allows Expedia to offer proper recognition to the employee and their gained skill in the training and development program. This also acts as an incentive program, enhancing the overall productivity of the workforce. Employee productivity is further understood with the given recognition of the effort as an investment to increase the efficiency of the operations. In such an organisation, effectively offering rewards and recognising the employee can help to increase their productivity further (Sonnenberg, 2025).
Mentor-led programs
Productivity within an employee is directly aligned with the guidance provided to the employee to engage with the process. Proper guide and structural training and development manage the productivity of the employee within the process effectively. With a mentor-led strategy, Expedia can effectively enhance the productivity of their staff, which helps the company to gain better efficiency and output overall. Mentor-led programs offer a better structure and systematic approach to the training and development program, which helps to mitigate the issue as well as increase employee productivity effectively (Maxwell et al., 2024). 
Peer-to-peer learning
Peer-to-peer learning also helps in understanding the value of the given challenges, which can affect the engagement level and productivity of the employees significantly. Allowing the memes of the training and development to engage with each other increases the potential of better skill utilisation. This enhances the overall productivity of the employee while providing a significant level of advantage to the company in relation to maintaining better staff retention and workforce efficiency (Awan, 2021).
[bookmark: _Toc212655829]4.2.2 Statistical Analysis 
Graph 1: Importance of reskilling in the businesses of the UK
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Figure: Reskilling cases in the UK
Source: (Allas, et al., 2020)
Analysis: As per the data of McKinsey, there are around 75% business cases that consider reskilling as an essential need in the business environment in the United Kingdom. However, there are 25% of cases that require further reskilling, and there is no chase that the employer will benefit from this reskilling (Allas, et al., 2020). 
Graph 2: Changes in the training needs
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Figure: Training needs changes in the recent scenario
Source: (CIPHR, 2025)
Analysis: The research in 2022 shows that the types of employee training needs have changed a lot compared to 2021. It is evident that the need for conflict resolution training has increased among individuals by 22% in comparison to the previous year. On the other hand, training needs for first-aid and time management have also been enhanced by 21% and 12% respectively. This aspect can be shown as a massive change to the training needs in the UK-based tourism sector as well. Furthermore, the training requirement for employee retention and sales training has witnessed a decline. Due to this aspect, this demand has decreased by 56% and 41% in 2022, as compared to 2021 (CIPHR, 2025). Furthermore, the training for unconscious bias has lost its popularity as there is a decline in searches by 60%. However, it is important to mention that due to the demand of the tourism market, the demand for customer service training has increased by 10%. In addition to this, the demand for skills training has witnessed a growth of 12% (CIPHR, 2025). Considering these training needs, there is a requirement for the tourism organisations to offer training and development opportunities to their employees and fulfil these needs. 
Graph 3: Training and development days in the UK
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Figure: Training and development days for each employee in the United Kingdom by the size of establishment
Source: (Clark, 2024a)
Analysis: The training and development days per employee trained in the UK in 2017 are reflected in the presented statistics. As per the reports of 2024, there were around 2 to 4 employees trained in 3.8 million days in the UK. Furthermore, for 5 to 24 employees, the training days were 4.2, and for 25 to 49 employees, training took 4.8 million days. Apart from this, it has taken 4.5 million days to train 50 to 99 employees. There are around 4.1 million days to train 100 to 249 employees, and around 3.2 million days for the training of more than 250 employees (Clark, 2024a). It is important to mention that the training days per employee are reducing gradually, and it is a matter of consideration in the training and development aspect. 
Graph 4: Different types of training in the UK
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Figure: Types of training offered in the UK
Source: (Clark, 2024b)
Analysis: As per the survey in 2024, 84% of the training programmes in the United Kingdom are job-specific training. Furthermore, 74% training is offered related to health and safety and first-aid aspects. Around 65% of training is offered with the purpose of basic induction, as this aspect also plays a vital role in the relationship between employees and the organisation. There were around 48% of training programmes conducted for the development of new technologies among employees and to keep them aware in a proper way. The survey also reveals that 36% of management training is offered to employees. Apart from this, 35% of training is arranged to offer an extensive induction programme to employees and reduce their difficulties to an extent. Another type of training that can be mentioned here is supervisory training, as 35% of supervisory training is there. It is evident that each type of training is vital for employees as it provides them with upskilling opportunities and positively affects their productivity level. 
Graph 5: Reducing investment in employee training: A major issue
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Figure: Investment in training in specific regions
Source: (NEF, 2024)
Analysis: The presented graph shows the investment of UK companies in training and development on a per-employee basis. As per this chart, within the time frame of 2011 to 2012, around 1500 dollars were invested in each employee for their training programmes in the East Midlands. This investment has witnessed a growth in 2022, with a 2100-dollar investment in the same region. On the other hand, businesses in the East of England invested 2200 dollars in 2011 with the purpose of employee training (NEF, 2024). However, this investment amount has decreased in 2022 to 1900 dollars. Furthermore, in the UK regions, the most investments are made in London as businesses invested 2600 dollars per employee in 2011. In contrast to this, the investment has decreased significantly in 2022, with a decline to 2100 dollars, and it is a matter of consideration. It is important to mention that in the Southeast, businesses invested an amount of 2500 dollars in 2011. However, this amount has witnessed a decline in 2022 as businesses invested 1900 dollars per employee for their training and development opportunities (NEF, 2024). 
Graph 6: Traineeships regarding awareness among employers
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Figure: Awareness among employers regarding traineeships
Source: (Winterbotham, et al., 2022)
Analysis: The awareness among employers in the UK regarding traineeships is presented in the graph. In 2021, there were around 56% of employers were aware of the traineeship programmes, as 29% of them had some knowledge about this. However, it is a matter of consideration that there were around 43% of employers who did not hear about this aspect. Therefore, the issue of a lack of awareness becomes a major issue in the training and development paths in the UK organisations, and Expedia is one of them. It is important to mention that the issue was more severe in 2019, as the percentage of employers who were not aware of traineeships was 53% at that time (Winterbotham, et al., 2022). On the other hand, only 45% of employers were aware of this programme; however, 20% of them did not have any specific knowledge in this aspect. Being highly unaware of training programmes, there were around 51% of employers in the UK who were not properly aware of the traineeships in 2016. The chart shows that traineeship awareness has increased among employers over time, as there is a growth in the time frame from 2016 to 2021 (Winterbotham, et al., 2022). However, in the present scenario as well, many employers are not aware of traineeships and the related benefits, and this unawareness becomes one of the complicated barriers in the training and development path. 
Graph 7: Challenges on the path of traineeships
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Figure: Reasons for not offering traineeships by sector
Source: (Winterbotham, et al., 2022)
Analysis: The presented chart shows the reasons that prevent organisations in specific sectors from developing efficient training and development programmes. It is evident that the chosen organisation of the research, Expedia, has its operations interconnected with the hotel sector, and due to this, these reasons are alleged for the chosen company. As per the presented data, a lack of awareness regarding traineeships is the major reason behind not offering traineeships in the workplace, with 54% of the responses. Furthermore, there are 37% of perceived structural barriers, and this aspect prevents the development of training programmes (Winterbotham, et al., 2022). Another reason that can be mentioned here is the desire of the organisations to actively choose not to organise training programmes in the workplace. There are around 9% of businesses that consider this aspect and do not offer traineeship programmes to their employees. On the other hand, due to the impacts of COVID-19, nearly 8% of the organisations in the restaurant and hotel sector fail to organise efficient traineeship programmes for their workers (Winterbotham, et al., 2022). 
[bookmark: _Toc212655830]4.3 Discussion 
In the section of the literature review, it is shown that the organisations in the current travel sector of the UK face several training-related challenges. These challenges are a lack of clear goals and purpose, and often organisations select improper training and development methods. Additionally, the negative impacts of training-related issues are skill gaps, decreased motivation and engagement among employees.  The impact of increased mistakes in the tasks of the employees is also there, which affects the employee productivity level. It is further reflected in the literature review section that with proper budget and clear goals, organisations can overcome the issues to an extent. In addition to this, the role of efficient leaders can also be valuable in this aspect. However, this section contains a gap for Expedia-specific data and fails to offer real-world evidence. This particular gap has been properly fulfilled by the findings of the secondary analysis process. Despite this fulfilment, the findings of these two sections differ a lot from each other in different aspects. 
The secondary qualitative analysis shows that there is a set of challenges that come with the path of research and development programmes of Expedia. Due to the inconsistent alignment of job requirements and a lack of training resources, the training process become negatively affected. Furthermore, the business fails to adapt to the digital advancements to improve the training processes to any extent. Apart from this, the negative impacts related to the issues faced by Expedia include reduced employee morale. Improper employee engagement and inefficient operational efficiency are several other gaps important to mention. It is seen that organisational productivity becomes severely impacted by aspects such as increased turnover rate and a lack of employee skills to implement opportunities. In addition to this, organisations can implement frequent feedback programmes to improve the process. The thematic analysis also highlights the solutions of the reward system and peer-to-peer learning to improve productivity at Expedia. However, the findings of secondary qualitative analysis and secondary quantitative research differ a lot from each other. As per the thematic analysis, the key issues that come on the path of training and development are inconsistent alignment of the training aspects with the requirements of the job. The other challenges are a lack of adaptability to digital advancements and improper training resources. However, the findings of secondary quantitative analysis highlight the major reasons, such as a lack of awareness regarding traineeships. They have an active desire for the organisations not to conduct training programmes and experience the impacts of COVID-19 in their initiatives. Considering this difference, it becomes clear that the outcomes of these two types of data analysis are clearly contrasting. On the other hand, the literature review section shows an unclear purpose and goals, and inefficient training methods are the major challenges. Furthermore, the secondary qualitative research shows that training issues affect employee morale and their engagement in the workplace. However, this outcome is completely different from the result of the literature review. As per the literature review, the negative impacts are skill gaps among employees and their increased tendency to make mistakes in their tasks. The point of affected employee engagement and motivation due to a lack of training is similar to the findings of secondary research. Through the review of existing literature, it becomes clear that solutions, such as the recruitment of efficient leaders and clear goals, can improve the training process. However, as per the secondary research findings, the key solutions can be feedback from employees on a regular basis and integration of digital tools. It becomes clear that the suggested solutions in the literature review and secondary findings differ a lot from each other. 
Through the similarities in the literature review and secondary research findings, it becomes clear that due to the lack of training efficiency, the employee engagement and morale. However, in terms of challenges and solutions related to the training process, the findings of these two sections differ a lot. Therefore, it becomes difficult to consider the most appropriate ones. However, it is important to keep in mind that the findings of secondary research are based on Expedia. On the other hand, the literature review section does not contain any specific data for Expedia and has only generic data. Considering this difference, it can be stated that the outcomes of secondary research will be the more appropriate ones in this aspect. Through the proper use of the suggested outcomes, Expedia can improve the overall training and development process in the workplace. It can ask employees to provide feedback on a regular basis so that the employers can understand training gaps. In addition to this, digital tools can be integrated to improve the overall process to a great extent. A continuous learning process can also be one of the suitable solutions in this aspect. 
[bookmark: _Toc212655831]4.4. Chapter Summary 
The chapter of results and discussion helps to understand the research topic and present the collected data to analyse their key meaning. It is properly reflected in the thematic analysis that there are several issues that Expedia faces in the training and development process. In this aspect, inconsistent alignment with job requirements, adapting the digital advancements and a lack of training resources are key reasons. Furthermore, it is clearly mentioned in the thematic analysis that the negative impacts related to the issues include decreased morale among employees. Other than this, ineffective engagement of employees and a lack of operational efficiency have several impacts. There are several negative impacts, such as reduced skill efficiency and risk of employee turnover, that affect the overall productivity of the employees. It is clearly reflected in the thematic analysis that solutions, namely, frequent feedback, integration of digital tools and continuous learning programmes, can help to overcome the learning and development issues. Apart from this, there are solutions to enhance productivity levels within the organisation. Reward system, mentorship programs and peer-to-peer learning are several of these solutions. Additionally, it is clearly shown in the statistical analysis that a lack of awareness, a gap in active engagement are the challenges in the training aspect. Furthermore, due to the COVID-19 impacts, organisations fail to arrange and maintain effective training programmes. The importance of training is also a valuable part of the statistical analysis section. 


[bookmark: _Toc212655832]Chapter 5: Recommendations, Conclusion and limitations of the research 
[bookmark: _d9jk2oevgh5b][bookmark: _Toc212655833]5.1. Chapter Introduction 
Within this dissertation, the aspect of the conclusion chapter is deemed crucial as this will cause summarisation of the key findings regarding the answering of the questions while explaining the significance of the study. The aim of this chapter is to systemise and synthesise the research information with a lasting impression on the readers. In this research chapter, the investigator has selected the achievement of the research objectives, a summary, recommendations, and the limitations found in the research to accelerate future research directions. With the execution of the same, the researcher was able to integrate a closure to demonstrate the overall value of the project.
[bookmark: _88w8y9hfdbfm][bookmark: _Toc212655834]5.2. Achievement of Research Objectives 
The aim of the researcher was to find insights related to the negative impact of improper training and development on employee productivity within Expedia. Thus, in order to achieve the research objectives, the researcher has integrated information from the literature in the literature review section. Apart from that, the researcher has also invested in the data findings section with the data collection of mixed methods via secondary sources for the information. The study has focused on finding information related to how improper training within such companies can cause the organisations to face issues of reduced productivity via inefficiencies, mistakes, and delays. Different information related to how conflict resolution training has seen to increase of 22% causing the employees to feel motivated. However, due to the lack of proper training causing employees feel undervalued and lack career growth opportunities. 
[bookmark: _dxb7249wnihb][bookmark: _Toc212655835]5.3. Conclusion 
The consequences of ignoring training and development within an organisation for the employees can lead to various aspects, such as decreased productivity, higher turnover rates and even down morale. Thus, this research has been conducted in order to shed light on how improper training costs the company beyond money. Within this research, the execution of how the concept can cause the employee to feel negatively is examined. Nevertheless, the elaboration of how important it is for companies to invest in better employee training, as it allows the companies to make the employees feel valued and satisfied. Alongside, the research has also integrated a literature review section, which has shed light on the current issues faced by companies in the current training and development practices. Among these aspects are the budget constraints, the selection of incorrect methods, and the unclear purpose have surfaced. Similarly, in this instance, the findings and the discussion chapter have also formed an understanding regarding elements such as accessibility to training resources and no proper alignment. Thus, this showcases the support and cross-validation that the research materials have created in the study. A methodology section has been included in this research, which has determined the collection of both data types, making cross-validation of the information easier. The methodology has utilised the amalgamation of both data types via secondary sources. Furthermore, the research has also included recommendations as suggestions that the organisation or a similar brand can invest in order to improve their training and development practices. 
[bookmark: _9s3hh7mu3rna][bookmark: _Toc212655836]5.4. Recommendation 
Skill-based and technical training
The brand called Expedia needs to provide the training to its employees such as over new technologies such as machine learning and Artificial intelligence. In their current training operations, the brand needs to invest in employee skills. Thus, to do so, it is necessary for the brand to train the staff related to sustainability practices while providing them with information related to the booking system and mobile apps. 
Performance and customer-focused training
The organisation needs to invest in performance and customer-focused training. Hence, to do so, it is essential for them to conduct a formal analysis so that they can identify the skill gaps within the workforce. This, in result, will allow the organisation to figure out the hindrances in their productivity alongside alignment of their business goals. Apart from that, in order to build skills, the organisation can invest in activities such as service role play and problem-solving games. With the execution of so, the brand will be able to remain competitive in the industry while achieving its business goals. 
[bookmark: _jt7vhul37grq][bookmark: _Toc212655837]5.5. Limitations 
Research studies need to be evaluated with several aspects to be considered, including study design, methodology, and execution, which impact the generalisability and validity of the findings. Within the context of this research, the researcher has also faced a number of hindrances regarding methodological choices. For instance, the researcher in this research has selected secondary sources for the data collection, and thus, this has caused the research to be hindered by outdated information and no real-time updates. However, the researcher, in order to tackle the issue, has integrated both method types, and thus, this has allowed cross-validation of the information for the development of the study. 
[bookmark: _67gl7o8doecd][bookmark: _Toc212655838]5.6. Future Research Directions 
The future direction of research could focus on investigating the long-term influence of a specific training program on the employees. Additionally, the research will also be exploring the impact of new training technologies and analysing the link between employee well-being and studying the challenges. All these instances can provide the context of the study to be able to rapidly find technological insights and changes from different laws. 
[bookmark: _kvcdlkh03pvq][bookmark: _Toc212655839]5.7. Chapter Summary
In this chapter, the researcher has provided the execution of the research information concerning the evaluation of the overall topic. Thus, the research has implemented various aspects, like how they have achieved the research objectives, alongside what the research's future direction for research, suggestions that the companies can implement, and lastly the limitations faced by the organisation. All these instances have made this research to be fruitful, with a frame set for the readers to understand the research in a limited time. 
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