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Abstract
Employees skills, knowledge and competencies have been largely identified by scholars and policymakers as key means to address challenges related to social inclusion, productivity, and economic growth. Positively associated with enhanced employees skills, capabilities and expertise, effective employee training is perceived as an imperative for every organization striving to achieve competitive advantage in the market. It is essential especially in the case of small and medium sized enterprises (SMEs) considering their contribution to the economic growth and employment at national level.
This research sought to investigate the employee training provision in SMEs in the UK and its significance to organizational performance. The key objectives of the research were to determine the nature of the employee training provided within the UK’s SMEs and to identify the factors that motivate small businesses to train and determinants that affect the training provision. A systematic literature review was employed in the research.
The results indicated that small business sector was neglected by the academic literature research and accordingly due to a lack of evidence on the positive association of training to organizational performance, small businesses are not willing to involve in the existing government sponsored training initiatives. These initiatives are perceived as inadequate to small firms’ specific context and training needs because of their attempt to apply large organizations’ logic to their small counterparts. SMEs’ preferred methods and techniques of training are more informal, in-house, and provided on-the-job in accordance with their flexible structure, focused on firm’s specific needs and cost-effective to their budgets. Considering the small businesses’ heterogeneity in terms of their size, product market strategy, levels of market competition, specific context of the ownership, or the background of the owner/manager that has a key role in the decision-making process, this study does not draw general conclusions on motives and factors that drive SMEs to train or determine the extent and nature of the training provided, which is in accordance with the literature review. 
This suggests the necessity of a new policy approach, more sophisticated and integrated, based on previous analysis and wide-open debate that involves scholars, policymakers, and small firms’ owners/managers to identify and effectively meet the specific training needs of small businesses and help them improve their performance and competitiveness. 
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[bookmark: _Toc143816219]CHAPTER 1: INTRODUCTION

1.1. [bookmark: _Toc143816220]Introduction
Human capital is the key asset and indispensable resource of any organization, especially in an advanced and knowledge-based economy where intangible skills have increasing importance. A well-trained, skilful, and competent workforce can make a significant contribution towards improved productivity and enhanced organizational performance and differentiate the organization from its competition. Employee training and development do not only shape employee behaviour towards employers’ expectations and organizational goals and objectives, but also prepare employees to face the challenges of the competitive business environment. Overcoming the obsolescence of skills and knowledge within the continual technological advancement and ever-changing business climate has become essential objective for human resource management in every organization in order to develop and improve the skills, knowledge and abilities of their employees and enable them to effectively tackle current and future challenges and demands.
This has a significant importance particularly in the case of SMEs that are perceived as drivers of economic growth considering that over 99% of businesses in the UK (employing 0-249 people) belong to the small business sector and account for 61% of UK’s employment  (Hutton, 2022). Considering the existing differences with large organizations in terms of available budgets and resources, organizational structure and unique training needs, small firms face various difficulties engaging their employees in training and education activities as part of lifelong learning approach towards skills upgrading. To ensure effective workforce development, SMEs need to partnership with authorities and external training providers using decentralized and demand-driven skill upgrading mechanisms that derive from matching the supply of labour with the skills and training requirements  (OECD, 2013).
Given the above, this study investigates the nature of employee training in SMEs in the UK and attempts to explain the key factors that affect training provision, in particular drivers to train and determinants of levels and extent of training provision.
In that sense, this chapter introduces the study by presenting the background information of the research and the significance of the study, as well as highlighting the objectives and research questions. 
1.2. [bookmark: _Toc143816221] Background information
Until recently, the small business sector in the UK has been largely neglected. For the first time, its importance and contribution towards the stability and development of the British economy was successfully quantified in the Bolton Report (1971) while at the same time the main issues associated with its size, diversity and dynamics have been identified. The most important aspect that emerged from the Report was raising awareness of the lack of vocational education and training among the SMEs’ owners/managers and their employees and its positive association with decreased competitiveness at the organizational level and long-term economic decline at national level  (Matlay, 2004). Three decades later, although significant progress has been made, the Leitch Review (2005) pointed out that UK's relatively poor productivity performance has been keeping UK behind its main comparator nations from the advanced world. The rate of positive association of skills formation with economic growth and competitiveness is shaped and depends on the levels and intensity of the interactions within a broader institutional network (organizations, education and training systems, government, labour legislation, fundings systems). The effectiveness of these interactions is of significant importance as the DfES White Paper on Further Education pointed out that UK’s economic future is hardly dependent on its productivity as a nation which requires a labour force with skills to match the best in the world  (Keep, Mayhew and Payne, 2006).
Today it is more important than ever within the globalized business environment, technological improvement, and growing competition, as SMEs represent a powerful engine able to generate employment, alleviate poverty, develop innovative ideas, and contribute towards growth and sustainable development. Facing the competition from low-cost economies that generate mass production of low-quality products, the only reasonable choice for a knowledge-based advanced economy is to compete and differentiate itself based on high-quality and innovative products. Although pursuing low-cost strategy remains viable for many companies, innovation and progress cannot rely on low-skilled workforce. High-skilled and well-trained employees are capable of creating competitive advantage and providing economic growth. 
Since the effect of SMEs on the employment and economic growth overall is considerable, it is becoming thus more important to investigate and study the training function in SMEs. In that context, the existing literature related to training aspects in SMEs stresses the need for employee training and development  (Padachi and Bhiwajee, 2016) . But despite the significant importance of small business sector and the recognition of knowledge and skills formation as the most important strategic factor associated with employee enhanced productivity and adaptability and the organizations capability to gain a competitive advantage, there is a tendency in the literature to focus on large organizations and neglect small firms which seems to be inappropriate considering their representation within the national economy  (Durst and Runar Edvardsson, 2012).
Recently, there is an increasing number of studies that identified the importance of training and development for upskilling of SMEs’ employees in order to enhance productivity and performance and enable small firms to provide high-quality products and services, overcome the rivals and be more adaptive to changing customer preferences and new technologies. Moreover, it has been recognized that employee training can significantly contribute towards firm’s survival and growth overall by increasing employee trust and loyalty, enhancing workforce flexibility, adaptability, and resilience, reducing employee turnover, and enabling product and service innovation (Jayawarna, Macpherson and Wilson, 2007a) (Devins, Johnson and Sutherland, 2004)  (Kitching and Blackburn, 2002). 
Against this backdrop, the present research attempts to explore the employee training within the SMEs in the UK and the factors that affect its implementation and provide some useful insights to existing body of knowledge.

1.3. [bookmark: _Toc143816222]Significance of the research (objectives and research questions)
Small businesses are considered to be significantly important for the national economic growth, development, and competitiveness due to their role as main employment provider and seed beds of innovation. Despite their importance, they have been underrepresented in the literature research and neglected compared to large organizations. Furthermore, as Matlay noted, there are attempts to down-scale and forcibly apply large organizations’ training strategies to small businesses ignoring their unique characteristics and different challenges they are facing, which can mislead in drawing conclusions relative to the nature, extent, and determinants of employee training in SMEs  (Matlay, 1997). Therefore, it is important to explore relevant literature that addresses the issue of employee training in SMEs and provide deeper understanding of the topic.
	This research aims to investigate the nature and the extent of employee training provision in SMEs in the UK, to explore what drives SMEs’ owners/managers to invest in employee training and to identify the factors that determine the extent (intensity and incidence) of provided training. By doing this, it attempts to contribute towards the extant knowledge on training provision in SMEs.
The research aims to achieve the following objectives:
1. To identify the nature of employee training provided within the SMEs in the UK by investigating the background and reasons that shape the types, methods, and techniques of its provision.
2. To identify the specific motives that drive SMEs to invest in training and enhance their training efforts towards development and enhancement of employees’ capabilities, which will provide guidelines towards designing and delivering effective training initiatives and programs and establishing a supportive training environment.
3. To identify the factors that determine the levels and extent of training provision within SMEs in the UK and investigate if there are any effective strategies for overcoming these challenges in order to provide further recommendations for effective employees’ training programs implementation.

In order to achieve these objectives, the following research questions are guiding the study:
1. What is the nature of employee training in SMEs in the UK and how various factors influence its shaping?
2. What are the key factors that motivate SMEs in the UK to provide training for their employees?
3. What are the determinants that impact employee training within SMEs in the UK relative to the levels and extent of its implementation?

1.4. [bookmark: _Toc143816223]Research outline
This study is organized in five chapters as follows: Chapter One is an introduction to the study. It discusses the problem statement, highlights the research objectives, as well as the research questions and presents the significance of the study. Chapter Two is a review of the relevant literature related to employee training in the small business sector. This chapter discusses various scholars views relative to the nature, motives, and determinants of employee training provision in SMEs. Chapter Three presents the methodology employed, as well as ethical considerations and limitations of the study. Chapter Four presents the findings of the literature review and their analysis. Finally, the last chapter of the study, Chapter Five, summarizes conclusions and implications for different stakeholders.

[bookmark: _Toc143816224]CHAPTER 2: LITERATURE REVIEW 

[bookmark: _Toc143816225]2.1.    Introduction
Although there is a tendency within the Human Resources Management (HRM) literature to focus on large organizations while developing an understanding of the importance of employee skills development, it has been acknowledged that the small sector is crucial for economic growth which is why it is important to explore HRD in the context of small establishments due to their substantial differences from large organisations  (Panagiotakopoulos, 2011a). 
This chapter systematically reviews HRM literature in the context of small business sector with a focus on employee training as an important aspect of HRM that is associated with enhancing firm performance. The chapter begins with a discussion on the employee training within the SMEs’ specific context outlining various scholars debating on the topic. The focus is on identifying different types of training implemented in SMEs according to the specificity of the structure and the ways of doing business. Then the chapter proceeds to discuss the factors that are driving SMEs to provide training opportunities for their employees. The chapter moves on to provide a theoretical overview of the various factors that are influencing the provision of employee training in SMEs. Despite the heterogeneity of the establishments that are Identified as small and medium-sized enterprises, the literature review in this chapter attempts to identify some general patterns that are common for the majority of SMEs in the UK.   
	
[bookmark: _Toc143816226]2.2.    Employee training within the SMEs’ specific context
The significance of small business sector and its contribution to a healthy economy has long been recognized and the development of skills and capabilities of SMEs’ employees remain determinants for economic growth and prosperity (Matlay, 1999). Both academics and policymakers have shown interest related to the small business sector’s role in society and its relations to social inclusion, economic growth, and technological change. But despite the concern of the academic research and various government-backed initiatives to encourage and support SMEs in building their capacities and enabling themselves to grow, they are still underperforming, which has been suggested as one of the key reasons for the low levels of UK’s productivity (Jones, O. and Tilley, 2009). SMEs’ underperformance has been linked to poor management skills, suggesting that senior managers education, training and experience is what distinguish high-growth from low-growth small firms because they have the control over training provision and execution that has been recognized as a determinant for improvement of employee skills and capabilities, which is crucial for enhancing productivity and performance of the employees and of the organization overall (Kotey and Folker, 2007). 
Relying on a flat structure and free-floating management style, SMEs foster and encourage entrepreneurship and innovation. They are organized to function in a more informal, non-bureaucratic way with few rules and control based on the owner/manager's personal supervision. The owner/manager has a central position with total control over the processes of business planning and decision-making. Within that centrally managed establishment, the owner/manager is responsible for the processes of knowledge management needed to support the firm's operations. 
Being more attentive to day-to-day business operations, often results in insufficient time available for strategic issues which in combination with the lack of financial resources and expertise results with organization knowledge kept in the owner/manager’s minds, instead of being shared. Facing unique knowledge management challenges, SMEs substantially differentiate from large firms. They are more emphasized on management of tacit knowledge with communication channels more likely towards other firms, rather than within the organization, adopting short-term and unstructured ways of organizational learning. Knowledge sharing is perceived as time-consuming activity and tending to prevent knowledge outflow managers block the process of knowledge sharing  (Durst and Runar Edvardsson, 2012).
SMEs closer analysis revealed that different approach to training can be associated with the firm size and firm type (family or non-family). As firm size increases the owner/manager becomes over extended and cannot directly control the work performance, which is why the firm is more likely to adopt more formal training programs, the training responsibility is delegated to specialists within and outside the firm, becomes more structured and oriented toward career prospects and development opportunities for the employees.  As firm size expands the formality of the training increases in the beginning rapidly, but then more and more slowly at the larger end of the size scale. Considering the firm type, family firms are less likely to provide formal training, use more personal approach, trust their employees, and rely less on formally written policies. Such training provides employees with deeper firm-specific (tacit) knowledge transferred on-the-job through direct exposure and experience  (Kotey and Folker, 2007).
Investigating the importance of employee training, the literature traditionally has tended to focus on large organizations which are considered to provide more training opportunities for their employees than small firms do, suggesting positive relationship of employee training with the firm productivity  (Patton, Marlow and Hannon, 2000). Due to absence of empirical evidence of linkage to performance, employee training within the SMEs usually was not perceived as an activity which could bring competitive advantage and create value for the companies, rather as a process of induction and acclimatization of the newly employed in order to familiarize with the firm’s rules and procedures and organizational culture overall  (Bryan, 2006).
The existing literature defines training according to its form, structure, or place of execution. The main types of training that have been identified are on the one hand informal, in-house, or on-the-job training (that are more accidental, unplanned, and reactive) and on the other hand formal, off-house or off-the-job training (that are more structured, planned, and proactive). Employee training involves all off-the-job and on-the-job activities aimed to develop employee skills, capabilities, and knowledge  (Garavan et al., 2021). Jayawarna defined training as any attempt focused on increasing job-related skills and knowledge of managers and/or employees within or outside the organization and differentiate informal from formal training, where informal training is ad hoc, fragmented, and flexible, from which it can be derived that formal training is the opposite planned, structured, and programmed (Jayawarna, Macpherson and Wilson, 2007b). Similarly, Aragon-Sanchez et al. classify training based on its provision or where it takes place as formal or informal and outside or inside the organization respectively (Aragón-Sánchez, Barba-Aragón and Sanz-Valle, 2003a). Various types of employee training provided within SMEs are presented in Table 2.1 below.
It has been suggested that in small firms’ practice the provision of in-house training prevails because it is perceived as more appropriately tailored to firm’s needs (Kitching and Blackburn, 2002), it is work-based (Kotey and Folker, 2007), focused on the firm-specific skills needs which reduces mistakes and cuts production costs (Panagiotakopoulos, 2011b). It involves interpersonal relations and communications in the workplace (Ju and Li, 2019a) which increases job satisfaction and decreases employee turnover.
Perhaps these SMEs’ preferences emerge from their flexible structure, low or not existing training budgets, absence of HRM units, not sufficiently high short-term returns, firm-specific skills need, or lack of training evaluation to raise awareness of training benefits, as it has been suggested before. However, some SMEs may prefer external stuff services in employee training (Laforet and Tann, 2006a) as it may introduce innovative work practices or potential improvements in organizational policies and strategies. Idris at al. proposed that combination of both types of training (that is on-the-job end off-the-job or formal and informal 

Table 2.1.  Provision of different types of training methods
Training methods                        Provision type             Place of undertaking            Provider
Learning at HEIs	      formal		 outside                            external
Learning through a	formal	 outside	external
government program
Learning provided by HEIs	formal                                 workplace	 external
at the workplace
Employees providing                        formal / informal	 workplace	in-house
workplace training
Learning by doing                                   informal	workplace	in-house
Private training provider	formal	workplace	external
in the workplace
Private training provider                           formal		  outside	external
outside of the workplace
Distance learning	formal                         workplace / outside	external
E-learning	formal	workplace / outside                 external

training) can generate greater levels in the knowledge and skills obtained and accordingly of organisational performance than when they are provided or implemented individually (Idris, Saridakis and Johnstone, 2023).
	The crucial role of the small business sector for the national economy of the developed countries and the fact that they are often perceived as “tiny acorns from which large oak trees can grow”  (Thorpe et al., 2009) is driving UK government to support this sector through various policies, schemes and interventions and encourage interaction and engagement in learning and development  (Johnston, Hamilton and Zhang, 2008), in order to alleviate social exclusion, improve productivity and contribute towards economic growth.
But besides various government-backed initiatives on offer supported with consistently available funding in order to enhance learning within SMEs, the small business sector response towards such initiatives was not as expected. SMEs perceive the publicly funded schemes as overly bureaucratic, driven by government agendas and disconnected from SMEs’ specific needs and business environment. However, small firms engage in learning and development which may not be identified as formal learning, but it is intended to achieve particular objectives relative to SMEs’ specific context and current circumstances. As Devins and Gold noted, this type of learning, although meaningful and directly related to real work issues, usually is not recognized as learning because it is accidental, unstructured and occurs randomly and ad hoc (Devins and Gold,2003). Considering this, Clarke suggested action learning as most convenient to be implemented within the SMEs’ context. Action learning incorporates contextual action, critical reflection, and access to social networks, and it can be defined as a type of learning that emerges from concrete experience and critical reflection on particular events within a social environment  (Clarke et al., 2006).
Due to their heterogeneity and more flexible structure SMEs tend to shift more to informal, experience-based, and in-house training opportunities to address firms-specific skills needs. However, conversely to widely endorsed understanding of entrepreneurial learning as experience-based and action-oriented, Gordon et al. argue that entrepreneurial learning can be arranged through designing of an education programme that leads to ‘transformative’ learning based on the process of reflecting not only on the experience of the owners/managers themselves, but indirectly through reflecting on the experience of others (second order experiential learning). Additionally, HEI-created education programs generate social networks of entrepreneurial owners/managers which create social capital that endures after the training engagement and significantly impacts individual perceptions and business operations  (Gordon, Hamilton and Jack, 2011)

[bookmark: _Toc143816227]2.3.    Determinants for employee training provision in SMEs
The contemporary business environment is being characterized by continual technological improvement, changes in work organization and increasing competition due to the market globalization, thus implying prosecution of sustainable competitive advantage for company survival. The theories focused on internal elements of the companies as sources of sustainable competitive advantage are gaining on validity recently. The human capital is considered as one of the main sources due to its intangible elements knowledge, skills, attitude and organizational knowledge, and training is the main activity suggested in the development of these resources in order to have well prepared, qualified, and flexible workforce (Aragón-Sánchez, Barba-Aragón and Sanz-Valle, 2003a). Therefore, it is not surprising why academics, policy makers and employers are often interested in issues relative to employee training and how it affects employees, organizational performance and competitiveness, and national economies in general. 
For a firm to sustain its competitive advantage, the resources must be valuable and rare, able to generate superior financial performance, as well as inimitable and non-substitutable to avoid their replication from the rivals. Hatch and Dyer argued that in order to achieve that, the firm needs to create firm-specific human capital and tacit knowledge embedded in firm’s routines, human skills and relationships that makes it difficult to be articulated and isolated from the rivals. The specific human capital is a resource that derives from the individual learning and in turn enhances the firm’s learning performance, which is fundamental for knowledge creation through learning by doing and is costly to be imitated by rivals, because it is firm specific. This prevents rivals from acquiring human capital, because it must undergo some period of adjustment to the needs of the new firm and only a part of the individual’s accumulated knowledge can be applicated in the new environment generating additional costs for the firm. (Hatch and Dyer, 2004) . 
Idris, et al. reported that training can impact employees’ behaviour through increasing job knowledge, specific skills and use of innovative practices and new technologies. That is why it is an essential part of the organization’s HRM practices that is associated with enhanced worker productivity, greater innovation, and organizational performance on micro-level and with economic growth on macro-level. At the firm’s level employee training can enhance its competitiveness, thereby contributing to outperform the competition. Training provision also benefits employees with higher skills and knowledge, improved career development prospects, better pay and improved interpersonal relations, thus reducing employee turnover and enhancing employee well-being and job satisfaction (Idris, Saridakis and Johnstone, 2023). Similarly, Putri stated that a well-planned and implemented training program helps and supports employees towards increasing skills development and promotion. A well-trained workforce shows more commitment to the organization, which not only improves performance levels, but also increases employee retention rate. Perceived as work engagement training is positively correlated with job involvement and enables access to a strong set of job resources which is effective in reducing employee burnout  (Putri, 2022). It involves interpersonal relations and communications in the workplace (Ju and Li, 2019b) which increases job satisfaction and decreases employee turnover.
In line with previous studies that show positive relationship of employee training to firm performance (Chinomona, 2013a) (Jones, P., Beynon, Pickernell and Packham, 2013a), Idris et al.’s study results have shown that staff training has significant positive impact on SMEs perceived actual and intended performance and enables SMEs to grow and develop their capabilities  (Idris, Saridakis and Johnstone, 2023). An adequate training strategy can be very beneficial in improving the performance of the existing employees, introducing a continuous learning culture stimulative for both managers and employees to cope with and perceive the change as driving force, adjusting to technological innovations, and accommodating the growth process (Bryan, 2006). Additionally lifelong learning offers possibilities for greater flexibility at the workplace, higher rewards, new career prospects and improves firm’s competitiveness. In that context it was contended that through training firms can aggregate specific knowledge skills and abilities that enables enhanced firm performance (Idris, Saridakis and Johnstone, 2023).
Several studies have shown how organization’s behaviour towards training is determined by contextual factors facing firms. It has been identified a positive correlation of training to the workplace size which is determinant for greater organizational financial resources and internal labour market that enable incentives and promotions within the organization (Hoque and Bacon, 2006)  (Waddoups, 2011). The presence of unions as important regulative institutions within the firm has been positively associated with the provision of on-the-job training, as they make organizational investments in training more viable  (Waddoups, 2014). Similarly, firms that incorporate HRM units in their structure have been found to be more likely to provide formal training to their employees  (Hansson, 2007).
Exploring the key factors that play a significant role in training allocation, Barry contrasted several theories of on-the-job training. The human capital approach which predicts that micro-level characteristics (such as age and education) will have the largest impact on training provision and the institutional approach which refers to macro-level characteristics (such as the nature of the job itself, firm’s strategy and “employee voice”) as the main predictors of job-related training. Based on the empirical results of his study, Barry argued that the perceived quality of employee voice (the degree to which employees feel they have a meaningful say on the job) is the most important factor that influences on-the-job training allocation, and the firm’s strategic choices account for the second largest determinant shaping firm-related training. Related to the business market position of the organization, there have been identified three macro-level antecedents of training that allow the organization to mobilize employee training: the organization’s competitive position, firm's profitability, and presence of disruptive organizational changes in the previous year (Barry et al., 2020) .
As Gibb pointed out the main drivers for organizations to participate in formal learning programmes are often the development of the business, looking for a solution to a current problem, being able to use the opportunity and benchmark the business or simply out of curiosity and the need to step out from isolation (Gibb, 2009). 	
[bookmark: _Toc143816228]2.4.    Factors affecting the provision of employee training in SMEs 
Despite the perceived positive relation between employee training and improved firm performance and productivity, there is a general reluctance among SMEs towards formal training provision and inclination to informal, unstructured, reactive, and short-term oriented approach to employee training. Kotey reported on a number of factors (highlighted by Westhead and Storey) accountable for the SMEs’ preference of informal training. First, owner/manager’s perception of formal training as costly and unaffordable activity that generate twofold costs: the course fees and the lost output when employees attend the course off-the-job. Second, the long-term effects of training benefits make investment in training unattractive for small firms that are short-term focused due to the high levels of uncertainty they are facing with. Third, the relative lack of internal career and development opportunities generates a risk of losing trained employees to other employers. Fourth, the lack of information about available training programs and of awareness on associated training benefits due to their limited capacity to acquire information. Further, the formal training results in highly specialized staff opposite of the SMEs’ needs for multi skilled workforce able to cope with the highly flexible nature of the jobs in small firms. And finally, the inability to conceptualize the relation of training to performance may deter owners/managers from investing in training  (Kotey and Folker, 2007)
Unlike the findings in the majority of the studies in the extant literature, that reported of the importance of employee training on individual, organizational and national level, in practice its significance and provision in SMEs are questionable from various reasons.
Ahlgren and Engel contended that although UK is among the countries with highest rate of adults participating in formal and non-formal education, traditional patterns prevail in the distribution of training among employees. Employers are short-term oriented, preferring bespoke, non-formal courses, focused on job specific skills, rather than facilitating employees to gain portable skills and qualifications and improve their career opportunities. Due to managers’ perception of costs as one of the greatest barriers to employees’ training and development, low skilled employees are having less opportunities to gain portable qualifications, thus decreasing the chances to compete in the labour market, while highly skilled employees pursued portable qualifications  (Ahlgren and Engel, 2011).
Panagiotakopoulos noted two main groups of factors highlighted by Westhead and Storey in their discussion on barriers to training in SMEs: “market forces” and “ignorance”. “Market forces” refers to the different factors such as expectations that the training returns would not exceed the training provision costs, lack of time and limited financial resources and other factors influencing the training supply and demand. The ‘‘ignorance’’ relates to  the availability of training opportunities and the lack of awareness on the side of SMEs’ owners/managers of the importance of training for skills development  due to the absence of empirical evidence on relationship between employees’ training and small business success and growth (Panagiotakopoulos, 2011a).
Bryan reported on several reasons proffered in the literature why small firms have lower provision of employee training compared to their large counterparts, such as the perception of training as costly activity that does not enhance performance, the shallow hierarchies of small firms with limited long-term career progress, the burden of formality that opposites small firms’ flexible structure, smaller budgets, absence of dedicated HR unit, poor understanding of training benefits, higher labour turnover, higher failure rates and risk of poaching their employees from large firms  (Bryan, 2006).
Matlay concluded that the actual provision of training failed significantly in keeping pace with the perceived needs of small firms despite the positive attitude of their owners managers to vocational education and training. There have been identified two types of factors that influence the provision of training: directly relevant factors, such as market positioning of the firm (or service related quality issues), prevailing economic conditions (increasing demands for goods and services in general and specific increase in demand for quality) and availability of relevant training (lack of relevant firm specific training) and indirectly relevant factors that include the cost of training, time constraints and lack of motivation interest and   in-house trainers (Matlay, 1997).
The existing literature suggests that the firm’s size and the presence of HR unit/specialist play a significant role relative to training provision. The formality and consistency of formal training is more extensive within larger organizations and establishments with HRM or where at least HR specialist is employed. On the other hand, the absence of HR unit/specialist or flexible and informal HRM when present are associated with poor formal training provision (Idris, Saridakis and Johnstone, 2023).
Aragon-Sanchez, et al. concluded that the increased interest of the employers over practices related to employee training resulted of the generally accepted fact that human resources and organizational knowledge are two of the main driving forces for companies sustainable competitive advantage. However, the investment in employee training in practice does not comply with that fact, mostly due to the lack of proper training evaluation which would provide empirical evidence of the economic impact of training for the company (Aragón-Sánchez, Barba-Aragón and Sanz-Valle, 2003b).
[bookmark: _Toc143816229]2.5.     Summary
The present chapter has reviewed the relevant literature related to employee training in SMEs attempting to provide deeper understanding on the topic.
The review starts with discussion on the nature of employee training provided in small business sector indicating that it is adequate to their structure, specific needs and business environment, that is mostly informal, related to film’s specific needs and problems, undertaken on the workplace, predominantly provided internally by other employees, with limited use of external private providers, without designed training programs, forward planning or evaluation of the effects. But due to the heterogeneity of the small business sector, high external uncertainty and short-term orientation, this approach is perceived by SMEs’ owners/managers as more rational and appropriate to their needs and resources.
Furthermore, the determinants of employee training, as well as the factors that affect its provision are examined. There have been identified various factors that drives small firms to train, such as product market strategy, market position and competition pressures, owner/manager’s commitment to training, organizational changes, and customer/supplier’s requirements. Regarding the factors that affect the extent of the training provided, the most prevailing are time and financial constraints and the lack of empirical evidence of the effectiveness of training to the organizational performance, although there is a general consent around the positive association of employee training to improved employee productivity, enhanced performance, increased motivation and job satisfaction, increased rates of retention and reduced turnover and burnout.
The next chapter presents the methodology employed in the research describing the steps of the research process used to explore the employee training in small firms and identify the factors determining its provision. 





[bookmark: _Toc143816230]CHAPTER 3: METHODOLOGY

3.1. [bookmark: _Toc143816231] Introduction
As noted in chapter one the research aim of this project is to explore the importance of employee training in SMEs in the UK and the key determinants that shape its provision. While the previous chapter provided theoretical overview and laid foundations to explore the concept of employee training in SMEs in the UK, this chapter describes the research methodology applied and the methods and techniques employed in data collection and analysis. This chapter also provides observation of the ethical considerations and outline of the limitations of the study.   

3.2. [bookmark: _Toc143816232] Systematic literature review methodology
This research is based on a systematic review of the relevant literature relative to employee training in SMEs in the UK in particular. The systematic literature review as an approach enables deep understanding of the existing body of knowledge and identifying of gaps to explore in future. In order to ensure systematic, rigorous, and valid review process and comprehensive coverage of the research topic, the guidelines suggested by Xiao and Watson (Xiao and Watson, 2019) have been followed in this review (Figure 1). 
[bookmark: _Toc143816233]Step 1: Formulating the research problem
Defining the research questions of this study is the first and the most important step of the process because it determines the following stages of the process, such as selection of the studies, extraction, synthesis, and analysis of data, and reporting of the findings, all aiming to answer the research questions. The main objective (purpose) of this research is to provide understanding of the importance and provision of training for SMEs’ employees by answering the following research questions: How the specific context of SMEs in the UK determines the type of the training provided for their employees? What are the factors that drive the SMEs in 
the UK to provide training for their employees? What are the factors that affect the provision of employee training in SMEs in the UK?
After the initial literature search a pre-review mapping was employed to identify existence of research activities on the research topic (the relevance, number, and years of publication of the studies) to decide whether the research scope is feasible or needs to be narrowed down.
Formulating the research problem
Identifying the research purpose 

[bookmark: _Hlk141487168]
Developing and validating the review protocol
Defining research questions and process

[bookmark: _Hlk141487296]
Searching the literature
Identifying keywords
Selecting electronic databases
Defining factors of delimitation


Screening for inclusion
Articles selection – Stage 1


Assessing quality
Articles selection – Stage 2


Extracting data


Analysing and synthesizing data


Reporting the findings

Figure 1. Illustration of Systematic literature review process 
_________________________________________________________________________

[bookmark: _Toc143816234]Step 2: Developing and validating the review protocol
Planning of the research methods that will be used in the review process in advance was employed to ensure the quality of the review and minimize any possible bias in data selection and analysis and at the same time to enable others to repeat the study by simply following the protocol. The review protocol includes and describes all the steps of the review process providing guidelines how to plan conduct and report the review, and it is incorporated in the content and structure of this study.
[bookmark: _Toc143816235]Step 3: Searching the literature
The quality of the review depends on the quality of the sources identified during searching the literature, which is why this is a very important step of the review. Searching for the literature started with selection of the articles. The process was documented in the table below                    (Table 3.1)  that shows in detail the keywords used, databases searched and criteria for delimitation employed.
Table 3.1. List of keywords, delimitation criteria and electronic databases and journals 
                 employed in the literature searching
_________________________________________________________________________
           
          Keywords                         Delimitation criteria                Databases/Journals 
                                                                                                                 searched
_________________________________________________________________________

“Employee training”                         Publication Language:           Google Scholar
“Employee training AND SMEs”      English                                   Sage Journals
“Employee training AND SMEs       Publication Years:                   Wiley Online Library
  AND UK”                                        2000 – 2023                           Emerald Insight
“Employee training AND SMEs       Document Type:                     Taylor & Francis
  AND barriers”                                Journal articles                     
“Training AND SMEs AND  
  initiatives”
“Training AND small businesses 
  AND small firms”
 

To answer the research questions the relevant keywords were selected for searching the literature. The keywords were derived from the research questions. Some of them were extended by using synonyms, abbreviations, and related terms. For example, for “enterprises” the synonyms “firms” and “businesses” were used, or instead of “small and medium-sized enterprises” the abbreviation “SMEs” was used.
To get more related results and to narrow down the number of relevant articles the keywords were used alternatively and in combination with the Boolean operator “AND”. To reach all publications relative to employee training in SMEs the research conducted a general search using only “employee training in SMEs”.
There have been used two sources to find the relevant literature: electronic databases and backward searching. To ensure more comprehensive coverage of the topic, multiple online/electronic databases were used for a systematic search: Google Scholar, Sage Journals, Wiley Online Library, Emerald Insight and Taylor & Francis. The search was limited to article from the last 20 years (not excluding articles published earlier that were identified as relevant for the research) as secondary data sources published in English language. 
[bookmark: _Toc143816236]Step 4: Screening for inclusion
After completing initial selection of the literature, further screening of the articles was employed to decide on their relevance for extraction of data for analysis. The process of screening of the articles for inclusion was conducted with careful reading of the abstracts to decide whether the articles are useful for the purpose of the research based on their content.
[bookmark: _Toc143816237]Step 5: Assessing quality
After screening for inclusion, the final stage of identification of relevant articles for extraction of data was assessing the quality of selected articles by refined full-text articles assessment. At the end of this stage a pool of 32 studies were identified as relevant to provide full understanding of the research topic and enable the research to answer the research questions.
[bookmark: _Toc143816238]Step 6: Extracting data
After screening and quality appraisal of the articles, the data was extracted by selection and storing of information from each article relative to research questions that express different authors’ comments and opinions on related topic, based on the findings reported in their studies.
[bookmark: _Toc143816239]Step 7: Analysing and synthesizing data
The articles were analysed separately, and the extracted data was synthesized based on its relationship with the particular research questions and the identified factors and approaches were grouped and presented in a logical format.
[bookmark: _Toc143816240]Step 8: Reporting the findings
The final step of the systematic review is writing the research paper and reporting the findings, aiming to contribute towards existing body of knowledge and to provide reliable, valid, and independently repeatable systematic literature review.
3.3. [bookmark: _Toc143816241] Ethical considerations 
While conducting this research based on systematic literature review, basic ethical standards were followed when reviewing, evaluating, and synthesizing the relevant studies to ensure the validity and reliability of this research. The literature was evaluated without any bias, based on its quality, the evidence presented and its relevance to the research topic in order to ensure balanced and objective review and avoid selective approach in cited articles. The sources used in this research and the methodology employed in the process of selection, evaluation, analysis, and synthesis of the studies have been presented in detail in the Methodology section to ensure transparency and avoid any biases or conflicts of interests that may affect the validity of the review. The quality, relevance, accuracy, and reliability of the peer-reviewed studies used ensure that this research represents an unbiased and reliable view of the research topic. The process of literature review was conducted with high considerations of the work of others by citing used sources appropriately using Harvard Referencing Style and high respect for the intellectual property rights of others by giving credit to the original work and authors. By conducting the review this research aims to achieve positive impact and to contribute towards the advancement of existing body of knowledge by providing relevant and meaningful analysis and findings. 

3.4. [bookmark: _Toc143816242] Limitations of the research
Although this research provides literature overview, due to its retrospective approach and observational nature, it is hardly reliant on reviewer’s personal perspective. Therefore, the fact that the quality appraisal was done by one reviewer increases the possibility of errors and bias and decreases the power of the study. The search of the literature was conducted in the following online/electronic databases Google Scholar, Sage Journals, Wiley Online Library, Emerald Insight and Taylor & Francis, without searching any other databases or “grey” literature, thus it is possible some relevant articles were missed. Regarding the wide range of 20 years defined as delimitation factor in the literature search, there is a relative concern about the accuracy and quality of the findings. Also, there might be a risk of bias during selection of relevant literature and during reporting of findings outcomes due to the heterogeneity of SMEs and according to that the sampling strategy of the selected articles.

3.5. [bookmark: _Toc143816243] Summary
This chapter outlines the methodology employed in the formulation and conduction of this research. A systematic review of relevant literature as a source of secondary data was undertaken to provide answers to the research questions and achieve the research objectives. The next chapter presents the analysis of secondary data undertaken and reports the findings of the research.


















[bookmark: _Toc143816244]CHAPTER 4: PRESENTING ANALYSIS AND FINDINGS

[bookmark: _Toc143816245]4.1.     Introduction
This chapter discusses the findings from the systematic literature review. It is important to emphasize that this research sought to investigate how scholars perceived the provision of training for the employees in SMEs in the UK with focus on the objectives of the research by identifying the types of training provided in SMEs, the factors that motivate small businesses to provide training for their employees and the determinants for the incidence and intensity of training execution. Considering the vast evidence of the significant role of SMEs on national level relative to employment, competitiveness, social inclusion, and economic growth, in order to encourage development of enterprising society and upskilling strategy based on lifelong learning, the consecutive UK governments have been targeting the small business sector by series of government-backed learning and training initiatives and funding support. This chapter aims to investigate to what extent these initiatives influenced small businesses’ attitudes towards training provision and what are the factors that determine the nature of training policies implemented by SME's in training provision.  

[bookmark: _Toc143816246]4.2.     Literature review findings
The subject of training provision within the small business sector is relatively widely investigated and the knowledge on the topic is increasing in recent years (Table 4.1.). The findings in the literature review illustrate that due to their heterogeneity in size, ownership, structure and development strategy, SMEs employ different approaches, methods, and techniques to handle the issues related to employee training. This should be taken into consideration when exploring and discussing employee training within SMEs, because it eliminates the possibility of determining and implementing a general approach towards employee training in small businesses.
Workforce training has proved to be essential to equip employees with the required skills and knowledge and enhance their productivity and adaptability. With continual change in technologies and customer’s preferences, adaptability is crucial to decrease the rate of labour turnover and maintain competitiveness. Therefore, to enable introducing more sophisticated and productive technologies, owners/managers must ensure that their employees are continuously acquiring new skills. Furthermore, as Garavan et al. found, the strength of the relationship between training and organizational performance has increased 
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[image: ]over the years. It has been suggested that the significant importance of training to organizational performance and competitive advantage in the context of globalization, talent scarcity and continual changes in expectations of work among different generations, indicates the need of adjusting training methods and design to changing environmental conditions in order to enhance organizational performance (Garavan et al., 2021).
	Based on his empirical work, Panagiotakopoulos found that SMEs’ owners/managers indicate positive attitude towards employee training, arguing that it offers a variety of benefits to their organizations, and it is crucial for their success. Questioning the applicability and usefulness of formal training as too theoretical, expensive, and inadequate to the specific needs of their organizations, they are keener on using informal ways of training and learning (on-the-job training) where employees can learn from others within the workplace, by observing and imitating on a flexible basis according to the structure and ways of working of small firms (Panagiotakopoulos, 2011a).
	Given the high rates of failure of new small businesses and employee turnover, and the short-term horizons within which they operate, the informal approach to training seems to be more optimal and rational from individual owners/managers’ point of view. It is easier for the manager to get involved closely in the operations of the firm and directly observe the performance of the employees to ensure that they have the required skills, than rely solely on formal qualifications. The training is undertaken on the job within the work premises, focused on the firm-specific work practices with limited forward planning and use of external providers  (Johnson, 2002). The SMEs prefer informal training as predominant because its returns are realizable in short-term which fits well with their strategic orientation end short-term survival. Training programs that are firm-specific, short-term oriented, low cost and develop multiskilled employees are more relevant to achieve competitive advantage because they provide the small firms with the necessary and adequate flexibility to respond to rapid changes and build resilience  (Kotey and Folker, 2007). 
	Jones et al. reported individual training methods, such as somebody within the workplace providing training, learning by doing or in-house training by staff are identified by owners/managers as the most impactful training methods to business performance along with training by a private training provider outside of the workplace and e-learning  (Jones, P., Beynon, Pickernell and Packham, 2013b). In that sense Ashton argued that there is no evidence to suggest that formal learning in skills delivering is more effective in enhancing performance than informal means. The process of formalization of training per se does not necessarily introduce higher skills formation. Instead of looking at the means of skills delivering, the concern should be about the effectiveness of that delivery because informal training can be as effective as formal skills delivery in small business context  (Ashton, 2007).
	Jayawarna found formal training has a higher impact on performance in small firms compared to informal training. Several reasons may provide additional benefits on the side of formal training. First, the lack of suitable skills within the firm to deliver quality and adequate informal training; second, lack of time on the side of owner/manager to devote to informal training; and third, training is being tailored as a response to a problem or identified training need. The use of external providers for in-house training and internally designed and delivered training courses were identified as the most positive significant types of formal training,  undertaken as tactical solution to particular crisis with direct effect on organizational performance. The most successful training methods (formal or informal) are stimulated by the need to resolve particular problems which is an important mechanism to introduce learning and achieve higher level skills in SMEs  (Jayawarna, Macpherson and Wilson, 2007a).
	Examining the impact of employee training on small firms’ perceived actual and expected performance, Idris et al. noted there is a complementarity between off- and on-the-job training, which is why a combination of these two types of training may allow the employees to acquire higher-level skills and knowledge that will ultimately result in enhanced firm performance. This is a more effective strategy, especially in the case of SMEs with fewer resources to invest in employee training that should be focused and diverted to provide the most effective combination of training types and boost firm’s performance (Idris, Saridakis and Johnstone, 2023). 
	Considering the motives to train, according to Kitching and Blackburn, the employers pursue two primary objectives: to improve employee skills required for the current job as a key means to improve organizational performance or to help the business survive and ensure employee awareness and cooperation with practices specific to the organization or related to legal requirements, such as employee health, safety, and well-being  (Kitching and Blackburn, 2002).
[bookmark: _Hlk142434430]	As mentioned before, the formal methods of training (i.e., structured training courses) are perceived as too theoretical and not tailored to small firms’ specific needs, which is why they do not add value to SMEs and are considered as too expensive and a waste of money. Conversely, unplanned and work incorporated training activities are associated with improved organizational performance and are cost-effective to their budget. On-the-job training equips the employees with the required skills and knowledge to successfully complete their tasks and reduce mistakes in the production process which results in reduced production costs. Further, Panagiotakopoulos argued that informal training increases the organization’s ability to meet the skills shortages by enabling employees to acquire rare skills that are difficult to supply from external labour markets and enhances its competitiveness as it facilitates introducing of new technologies (Panagiotakopoulos, 2011b). Also, it enhances workers employability as they develop new marketable skills increasing their morale and job security and positively impacts firm’s performance. Similarly, the findings of Ju and Li’s study revealed the positive impact of on-the-job training on reducing turnover intention, confirming that firm-specific training strengthens employees’ relationship to the firm (Ju and Li, 2019b).
	A well-trained workforce is more committed to the organization, which leads towards improved performance levels and a higher employee retention rate. Supported by work engagement and access to a strong set of job resources, it results in reducing employee burnout (Putri, 2022). Small businesses’ owners/managers should continuously enhance investments in employee training and to some extent in their own expertise, especially considering the study findings that employee training has greater impact on small businesses performance than the owner’s expertise on the same. This encourages small firms to invest more in their human capital for that adds more value to the organizational performance (Chinomona, 2013b). 
	A positive association between staff training (off- and on-the-job training; owners/managers training) and organizational performance has also been identified by Idris et al. The analysis supports the view that firms can use training as a powerful tool to enable growth and develop their capacities. It enables the workforce to be more adaptable and resilient in continually changing surrounding environments. Especially, when learning is established as lifelong continual process it can generate a specific form of aggregate skills, knowledge and abilities that enhances career opportunities, introduces greater flexibility, and stimulates higher growth and improved competitiveness that is linked to economic growth overall  (Idris, Saridakis and Johnstone, 2023).
	Based on the experience of involved managers in their study,  Ahlgren and Engel noted a range of benefits to the employees from providing formal training associated with increasing and development of soft skills, such as improved self-confidence and sense of being valued and appreciated by their company, which was perceived as beneficial for workforce stability and employee satisfaction. Although relating formal recognized qualifications to increased effectiveness, in practice employers preferred in-house training as important in shaping the workforce according to the firm's specific needs. To ensure the economic efficiency of the firm, often job rotation as a form of in-house training is geared towards creating a multiskilled workforce, rather than providing employees with portable skills or qualifications. When provided, unequal distribution of formal training was identified where job-specific in-house training is more likely to be offered to low-skilled employees, while greater prospects to gain formal recognized qualifications through engagement in formal training are reserved for highly educated employees. Based on this Ahlgren and Engel suggested that engaging employees in formal training provides more confident, motivated, and resilient workforce emphasizing the importance of improving employability of low-skilled individuals through investment in portable skills and qualifications (Ahlgren and Engel, 2011).
	Similarly, Kitching and Blackburn also identified in-house training as “default position” for the majority of the employers (unless there are reasons to involve external training providers) because of its relevance, convenience, and low cost. It is tailored to suit firms’ specific needs and requirements, it can be delivered at the most convenient times and formats for both parties, and it enables them to avoid the additional costs of course fees, travel, and accommodation. As such, it is usually provided on-the-job within the workplace to solve current issues and problems affecting individual productivity and performance. External training is used as preferred solution mostly when the employer lacks skills, knowledge, equipment, or space to provide the training in-house, although there is a tendency within the employers to combine the advantages of external training with in-house training by bringing the external training providers into the workplace premises (Kitching and Blackburn, 2002).
	Examining what affects employee training provision in small businesses, Patton has identified four key areas that determine the outcomes of the process whereby training is implemented by small firms: the contextual environment in which the firm operates and the training has been delivered, the atmosphere in which the training has been delivered i.e. the relationship between the training provider and training recipients, the interaction process that takes place under different circumstances i.e. the extent to which it is developed into long-term relationships and the structure, systems and personalities of the owner/manager, training provider and training recipients. Therefore, considering the greater external uncertainty that small firms face compared to large firms because of the lack of power and less control over the operating environment, they have lower levels of training than large firms. Additionally, concerns and criticism related to available training interventions, such as inadequate to small business sector needs, lack of essential skills and knowledge to address the heterogeneity of the small firms and lack of sufficient information about available training courses, result in negative attitude towards training on the side of owners/ managers and lack of awareness of available training and ignorance of available opportunities. Finally, the personality of the owner/manager, his past experience, background, business strategy and orientation, priorities and motivation are crucial in decision-making to training provision and how it is used and disseminated in the firm (Patton, Marlow and Hannon, 2000).
	The limited involvement in government-sponsored training initiatives and use of external training providers can be explained by the lack of awareness within the SMEs about the existing range of available help and support in meeting their skills needs, on one hand. But on the other hand, the lack of convincing evidence to support the view that these initiatives are associated with enhanced performance deter SMEs to involve even when they are aware of their existence, because they are sceptical about the business benefits of formal training associated with government-backed programs and need more convincing on how this type of investment will impact their specific issues (Johnson, 2002).
	Considering the levels of training in small businesses compared to large organizations, Johnson highlighted some factors that influence SMEs behaviour towards training and contribute to the existence of gap in training provision between small and large organizations, such as limited drivers for training, ignorance of available opportunities, preference for an informal approach and lack of awareness and ignorance of the benefits of training. Small businesses usually involve in training activities because of recruitment of new staff, introduction of new technologies in the work, new product or service development, introductions of new regulations related to work practices and changes in work organization. But as noted, it is less likely for small organizations to have experienced at least two of these reasons at the same time, and only in relation to changes in legislation they appear to be equally affected as large organizations. Discussing the existing gap between small and large organizations relative to training provision, Johnson emphasized that the existence of the gap is relative and depends on the definition and measures used to identify the extent to which there is a lower level of training provision in small businesses. When the definition of training is broadened and includes more informal types of training and learning the gap between small and large organizations reduces (Johnson, 2002).
	A review of potential determinants to training provision within the small business sector showed that there is a wide range of factors affecting it starting with financial constraints, limited owner commitment and short-term business orientation to individual uncertainties, the business strategy pursued by the organization and misunderstanding and lack of awareness of the benefits of employee training (Panagiotakopoulos, 2011a).
	Investigating the impact of the organizational nature and structure to training provision, Hoque and Bacon identified several workplace characteristics associated with levels of training activity in SMEs. First, training activity in SMEs with less employees is significantly lower than in larger SMEs, suggesting that SMEs comprising several workplaces train more in order to reduce internal uncertainty among their workforces. Second, franchising within SMEs operations may predetermine administrative systems relative to training, therefore resulting in higher training activity. And third, the presence of HR specialist introduces higher levels of training activity  (Hoque and Bacon, 2006).
	Relative to training incidence in small businesses, Kitching and Blackburn identified product market competition and organizational change as main factors that determine training provision in SMEs. High levels of competition may encourage training activities as a means to develop skilful and knowledgeable workforce capable of creating and sustaining competitive advantage or might introduce limited investment in training because of tight margins. Considering the nature of product market competition, training is established as a key component of the strategy when the company competes on the basis of product quality and product innovation, whereas there might be attempt to avoid it when low-cost strategy is being pursued. Broader organizational changes, such as introduction of new products or services, major changes in equipment, working methods or work organization may act as a pressure or at least incentive for the employers to provide training for their employees or for themselves to ensure successful implementation of the organizational change (Kitching and Blackburn, 2002).
	In that manner, Laforet and Tann reported that higher levels of training were associated with more innovative companies that regularly study the marketplace and empower their employees by providing not only on-the job training, but also outside and in-house training for supervisors, middle and senior managers. The process of innovation in these companies refers to the investments in systems and technology, as well as to the investments in their people (Laforet and Tann, 2006b).

[bookmark: _Toc143816247]4.3.    The nature of training in SMEs
Considering the above presented findings of the literature review, the results of the analysis show that SMEs in the UK generally have a positive attitude towards the need of employee training, based on the perceived benefits of training to employee performance and the perception of training as means to facilitate the introduction and implementation of new technologies and to overcome skill shortages. But in practice they do not approach the training process in a formal manner although the formality increases with firm size, particularly above 20 employees. The informal approach to training in practice does not assume compulsory existence of formal written training needs assessment, training program design, activities planning and training evaluation. But this does not necessarily mean that SMEs do not provide training for their workforce. Conversely, they do not execute training in the same manner their larger counterparts do simply because of the difference in the context, structure and needs in place.
 The majority of SMEs are not very eager in conducting training needs analysis. Thus, they incline to more familiar methods of determining training needs based on manager/owner’s performance appraisal and direct observation of the employees. This is mainly due to financial constraints and their established personal relationships with their employees that enables them to make individual assessment of the needs but can be also assigned to the lack of knowledge and expertise to conduct a training needs assessment which would enable them to anticipate future skills requirements and subsequent development opportunities and accordingly plan training activities that will be both effective and efficient.
	On-the-job training prevails as a method of training used by SMEs. Their preference for internally designed training activities and in-house training provision results from their perceptions of this type of training as more cost-effective solution and less disruptive and time- consuming which has a twofold effect on productivity and profitability. As such, it does not account as an additional activity but as guidance from employers and senior staff incorporated in the working process, focused on firm-specific routines and practices, delivered at times and formats that suits both employers and employees. This type of reactive approach limits the use of external training providers and off-the-job training that has been seen as expensive, time-consuming, and focused on generic skills provision. Legal and large customers’ requirements as well as government-backed fundings or subsidies provision are the most frequent drivers that lead SMEs towards use of externally designed training activities.
The absence of systematic training evaluation within SMEs has been estimated as a consequence of time and financial constraints, lack of expertise and skills on the side of employers or lack of perceived need for evaluation. Direct observation of employee performance to evaluate training effectiveness is the most frequent approach to training evaluation within SMEs, if implemented at all. Although cost-effective and convenient to their needs, it prevents them from determining whether their training efforts are sufficient and effective or from identifying skills gaps and benefits allocation among their workforces. 
As discussed before the majority of SMEs are undertaking training and skills development via a variety of informal processes and activities that have been proved as more effective and adequate to their needs. Due to their focus on niche markets and requirements for unique technical skills entailing employee interactions and building experience, on-the-job training plays an essential role in SMEs’ approach to training. Although occurring informally, due to the small team structure, it is provided by the managers and senior staff within the work process to ensure the job has been done correctly and the policies and procedures have been fully implemented. The process of mentoring of the new employees is carried out by the senior staff through one-to-one coaching, advising and feedback to help and support new entries in adopting new skills and requirements. Teamwork has proved very useful for building a multiskilled workforce and problem solving. Additionally, team meetings are utilized to share firm-specific knowledge and practices, discuss new ideas, exchange experience, and resolve problems by reflecting on previous similar issues. Other informal ways of information sharing and keeping up to date include Internet web pages and off-the-job networking. Involvement in firm’s training sessions or Research & Development projects provided by government supported programs also have important impact on employees training and skills building.
The benefits from implementing these types of informal training activities are multiple.  At organizational level it is a more cost-effective method of employee training that has less negative impact on the production process in terms of interruptions and lost time. It benefits employees by increasing their knowledge, self-confidence, motivation, and work quality overall. These types of training efforts and activities enhance employees relationships and collaboration, introduce learning and innovative work environment, and consequently improve employee productivity and performance. These relationships and interactions are illustrated in Figure 2. (OECD, 2013).
The formal training approach is more familiar for mature SMEs (no matter the size) that have capacity to assess the value of the available formal training opportunities based on their experience and knowledge developed over the years. These types of training usually provided by HEIs, private training providers, Chambers of Commerce or regional/industrial organizations benefit firms by covering skills gaps, meeting standards, law requirements and accreditations, developing common understanding and organizational culture, improving productivity and organizational growth. On the other side benefits for the employees include increasing skills and knowledge, higher motivation, self-confidence and qualifications, and increased productivity and entrepreneurial behaviour.

[bookmark: _Toc143816248]4.4.    Training provision determinants
Attempting to identify the factors that influence attitude of small businesses towards training and encourage them to increase training efforts, this research revealed that the business strategy and market positioning of the firm, as well as manager’s commitment to training have the highest impact on intensity and incidence of training provision. Small businesses are more likely  to  involve  in  training  activities  when  they  are  pursuing higher quality market strategy.
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Figure 2. Informal training activities
[bookmark: _Hlk143476854]
Their efforts to enhance the product quality and encourage innovation in production process include increasing opportunities for their employees to acquire higher levels of skills and establishing a learning environment that will enable them to achieve their competitive strategy goals and objectives. On the other hand, organizations that are implementing low-cost strategy, focused on mass production and low-quality product are minimizing training efforts due to their perception of training as costly activity.
Considering the owner/manager’s central role in decision-making process in the small firms, it is completely understandable that their commitment to staff training is one of the key drivers for the firm’s involvement in employee training activities. Depending on their professional background, experience, awareness of training benefits or ability to assess training needs and estimate future needs requirements, the owner/manager can introduce either developing and proactive or adaptive and reactive approach to training and learning. Their negative attitude towards training because of no perceived need for further training or because of facing real barriers can inhibit training significantly and act as barrier to its provision.
When attempting to implement formal training approach SMEs face a variety of challenges and concerns relative to organizational structure or capacities, public institutions and programs, and private training providers. Generally speaking, there is a lack of awareness within SMEs of the available training initiatives and programs and in the cases when they are aware of their existence, they find it difficult to assess their quality and adequacy to their needs or too complicated and bureaucratic to involve in. Training programs design is perceived as too broad and generic in its focus, too theoretical and not adjusted to firm’s specific needs, which is why it does not add value to SMEs. They are not keen to utilize these opportunities as they are too expensive considering the value provided and unworthy the cost of production interruptions and lost productive time that additionally increases workload of the employees or reduces product outputs. Figure 3 illustrates elements of SMEs formal training approach (OECD, 2013).

[bookmark: _Toc143816249]4.5.    Summary
This chapter presented the findings and analysis of the literature review, examining the nature of employee training within the SMEs and the determinants of its provision.
This research finds there is a preference within SMEs towards informal training methods and learning at the workplace within day-to-day working activity as more appropriate to their needs and structure. Formal, structured, and planned training is provided only when small firms lack resources to conduct informal training, or when are incentivized or pressured from external factors. Market forces and the owner/manager’s commitment to training are highlighted as most influential in decision-making related to employee training, while time and financial constraints and lack of evidence on the effectiveness of training to organizational performance are most influential over the extent of training provision. 
This chapter offered a general overview of the skills development in SMEs and factors affecting its provision showing that due to financial and time constraints or lack of evidence of the   effectiveness  of  formal  training  interventions,  employers  are  more  inclined  towards
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· benefits – in overlapping
· challenges – in italics          

  Figure 3. SMEs’ formal training activities (benefits and challenges)

unstructured, informal training activities. Based on these findings, next chapter presents the conclusions drawn on the nature of employee training and the determinants of its provision and provides implications for policymakers.
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[bookmark: _Toc143816251]5.1.     Introduction
As explained before, the main objectives of this research have been to explore the nature of employee training and factors that affect the extent of training provision within the SMEs in the UK.
Aiming to achieve these objectives, this research attempted to provide deeper understanding of the research topic and useful insights for the relevant stakeholders. This is particularly significant in the UK's case where, although the government has held enhancing skills and high-skills economy development in central place of its policy and despite the improvements made in the national skills profile, the challenge still remains. 
Based on the results of the systematic literature review employed in this research, this closing chapter presents the key conclusions drawn, summarizing the main findings and providing implications  for policymakers.

[bookmark: _Toc143816252]5.2.     Identifying employee training in the UK’s SMEs
Traditionally, UK’s policy has been centred on skills development emphasizing the improvement of the supply of skills through formal education system and training incentives and subsidies. But recently, realizing that this traditional approach towards employee training failed to affect the demand for higher skills, the focus has been placed on encouraging movement up the value chain, upskilling and utilization of skills in order to raise the demand for skills. The main goal is to build a system that will respond to business needs while creating opportunities for people, matching high-skills and people-driven economy. Employment and productivity are front and centre to the prosperity of UK and raising skills levels is crucial to achieving greater prosperity and growth through enhanced employment and productivity  (Green and Martinez-Solano, 2011).
	Although policymakers have recognized the need to encourage adoption of high skills by SMEs while pursuing a high-quality strategy in order to achieve enhanced competitiveness at national and international levels, the support and help provided was less than effective. This resulted from the government’s focus on the increasing of supply of skills and qualifications through formal education and government-backed training programs and initiatives, disregarding the small firms’ specific needs and business environment. That is why this approach was perceived by SMEs as inadequate to their flexible structure and irrelevant to their needs and requirements. Namely, the analysis indicated that small firms used both formal and informal ways of learning and development to acquire the required skills and knowledge but reported to obtain better results and business outcomes from informal training, which is why it is their preferred method of employee training. Informal approach towards training based on experiential learning, learning by doing, learning from other employees in a day-to-day working activity has proved to be more effective in meeting skills shortages, improving employee productivity and effectiveness, thus facilitating enhanced organizational performance and development. Additionally, it is time- and cost-effective which benefits owner/manger’s time management and fewer resources they have, which is in accordance with the results of the research that time and financial constraints, as well as the lack of empirical evidence of the effectiveness of employee training are the most important factors that affect the extent of training provision in small firms.
In terms of factors that affect and determine the training provision, the results of the research showed the need to respond to the market forces being the main driver for the majority of small firms to provide training to their employees. In the first place, it is the product market strategy and market competition that shape training provision, as well as production or organizational adjustment and responding to clients and suppliers requirements.
Further, the results highlighted the role of the owner/manager’s attitude and commitment towards employee training in terms of his previous experience, educational background, and expertise to manage skills shortages and tackle financial constraints. Due to the lack of power in the market, small firms experience higher external uncertainty than large organizations, which results in pursuing short-term oriented strategies. They are not willing to involve in systematic, long-term planned and structured training programs and interventions, but rather they prefer the workplace as learning environment that encourages collaboration, interpersonal relations, knowledge sharing, thus facilitating skills upgrading and development within the organization.

[bookmark: _Toc143816253]5.3.     Policy implications 
To ensure more successful future policies in promoting employee training, policymakers need to engage more in their efforts to understand the role of informal training to SMEs specific needs, to recognize and appreciate its significance and find ways how to harness these practices and activities towards more effective development of high-skills strategies.
The fact that informal training prevails within the SMEs does not mean that small businesses do not provide training for their employees, because the process of formalization of the training activities by itself does not necessarily provide higher levels of skills formation. Conversely, informal training can be as effective in skills delivery as formal in the context of small firms. The only difference is in the means and methods of skills delivery, not in the effectiveness of the delivery.
Considering that informal training activities are associated with increased productivity and performance, higher employee self-confidence, job satisfaction and motivation, and  effective overcoming of skills shortages, it is suggested that policymakers should change their approach towards employee training promotion in SMEs. Instead of forcibly promoting formal training, the efforts should be focused on identifying what is the most appropriate type of training for small firms and determining ways to stimulate it and improve its effectiveness in high-skills development. This means that government-sponsored training initiatives should be focused on better supporting and promoting informal and on the workplace training activities as main methods of acquiring skills and knowledge within the SMEs.
Also, there is need to recognize and meet employees’ needs and interests in the labour market, by improving their competitiveness and employability. Recognizing informal skills development does not mean shifting away from formal training. Considering that small firms are predominantly using informal training and report better results than when formal training is being implemented, the recognition of informal training through qualifications will be crucial for increasing the stock and the quality of skills upgrading and development within the process of lifelong learning on the workplace. This suggests that any future policies relative to training provision in small firms should be based on the recognized importance of informal training and accordingly adjusted fundings to better support informal training activities while focusing on meeting small firms skills demand and adjusting to their business environment. One way to achieve this is through partnering and encouraging formal training providers to create more responsive programs to SMEs skills demands and find ways to recognize skills development through informal training with qualifications.
Building new systems and frameworks that will help and support SMEs’ training and skills development can be achieved through enhancing their capacity and capability by participation in external employers networks and professional associations. This will enable them to achieve economies of scale and fund training activities that otherwise cannot afford on their own. Also, these types of membership and partnering can play an important role in sharing best practices, reflective learning, providing useful information, guidance and advice, and fostering a culture of high performance and competitive environment.
An adequate support in firm specific skills formation development can lead to encouragement of small firms to deliberately incorporate informal training in their business plans and strategies as key means for employee and organization’s capability development. 
	The findings of the research indicated that the business environment in which the small firms operate, in particular the product market strategy and the market in which the company competes, are crucial in determining their skills needs which is why the training activities are tailored in accordance with their context and the requirements of the market forces. This highlights the importance of encouraging SMEs’ owners/managers to raise their ambitions and seek growth through high-skills development, high-quality production, and innovation. Substantial changes in the ways small firms organize work, design jobs, manage their employees and compete will lead to significant change in their skills demands and shift towards high skills development.
Understanding why, how, and when small firms are likely and willing to act and involve in training activities is of high importance for the policy decision-making on where to intervene and how to approach small firms in order to increase their participation in training and skills development initiatives. However, every policy intervention should be followed by evaluation of its impact and outcomes to provide relevant evidence of its value and ensure SMEs that it is worth investing in it. Creating and offering training programs that are more responsive to small firms’ skills needs, backed with less restrictive and bureaucratic access to government fundings will enable SMEs’ owners/managers to manage and maintain their employees’ skill sets updated to changing skills demands and build a long-term perspective on their businesses fostering a culture of lifelong learning. This will ensure their ability in future to fill the skills gaps while helping their employees to upskill. On the other hand, raising awareness amongst employees of future skills demands will help them to understand the value of lifelong learning and remain relevant in the ever-evolving labour market.
Since prosperity is based on employment and productivity that are dependent on high skills development, it is time to rethink and rebuild the system of employee training provision within the SMEs considering the needs and perspectives of small organizations, their employees and external training providers as integral parts of one system.
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Table  4.1 .    Literature on employee training provision in small businesses ,  -   Continue d     Author(s)            Year                   Research aim/                                                     Method                                                              Main findings                                                               Objecti ve                                             (empirical/theoretical)       K. Hoque   2006   Verify the extent to which  training   Draws on data  from the 1998 Workplace     Employees in SMEs receive less   N. Bacon   provision in SMEs is lower than in   Employee  Relations Survey’s   (WERS 98)     training than those in large      l arge r   firms and examine the    main management and employee      organisations. Training in SMEs is     i mpact of a range of workplace   questionnaires     positively associated with  firm size ,     c haracteristics  on training in SMEs                                                                                             presence of   HR and membership       of   business  networks   ___________________________________________________________________________________________________________________________     J. Bryan    2006           Explore the relationship between   Uses cross - sectional  survey data from       External management training yields                                                the delivery of in - house training   a random sample of 114  small     a less im mediate but  more persistent                                                and external management training          manufacturing  firms in Wales     returns to firm performance   than                                                 and sales growth in small firms     in - house traini ng, capable also of       contributing to firm survival   ___________________________________________________________________________________________________________________________     J. Clarke   Argue that action learning may          Longitudinal qualitative evaluat ion study   The discursive and critical  reflection   R. Thorpe   2006   provide  a means of successful           conducted in the north - west of England ,   aspects of the set environment are of   L. Anderson   development of SMEs          which involved the use of action  learning   great  utility and importance to the    J. Gold          in 100 SMEs   SMEs (to find “common ground”,                                                                                                                                                                                                t o establish networks,  to become                                                                                                                                                                                                  more strategic )   ________________________________________________________________________________________ ___________________________________     S. Laforet   Address the issue of innovation   A survey of 1000 West - Midlands - based   Manufacturing SMEs are similar to    J. Tann   2006   management  in manufacturing   manufacturing SMEs  was conducted   SMEs in other industries . The  drivers     SMEs in terms of the    using 10 indicators to measure  company   of SMEs’ innovativeness  are: market     i nterrelationship among the    innovativeness. T - tests were employed to    anticipation, customer focus and     t hree elements  of a business:   draw  conclusions and discriminant analysis   commitment of owners/managers,     product, process, and ways of   was used to determine   distinguishing                         process e s   and  new ways of working     working   factors of innovativeness      
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Table  4.1 .    Literature on employee training provision in small businesses ,  -   Continue d       Author(s)            Year                   Research aim/                                                     Method                                                              Main findings                                                               Objecti ve                                             (empirical/theoretical)       D. Jayawarna          A. Macpherson      2007   Examine  management                              S urvey s   responses  from 198                                     Formal training is likely to be  a    A. Wil son   development  activities within    manufacturing SMEs in the UK using    targeted activity that contributes      m anufacturing SMEs and their    descriptive statistics, multiple regression    more significantly  to performance      i mpact on  performance,  including   analysis , and ANOVA   than informal training. The approach      both formal and informal training   and  influence of training are      dependant on contingent factors.   ___________________________________________________________________________________________________________________________     B. Kotey   Examine the effects of firm size   Multivariate analysis of variance  is       There is a prevalence of informal   C. Folker      2007   and type on various informal and   used in assessing the differences among     training   for all sizes and an increase      f ormal  training programs in SMEs   samples of 448  family and 470 non - family     in adoption of  formal training with      SMEs  that were  separated in four groups     increasing size   ___________________________________________________________________________________________________________________________     D. Ashton               2007   Provide deeper understanding of    Analysis of  public policy in  the field of      The formalisation of training by itself     t he  delivery of effective skills    training and skills formation     does not mean that it provides  higher     f ormation in the workplace  in      levels of skills formation .     s mall businesses emphasising      What matters is the  effectiveness of       t he importance and relations      the skills delivery, not the ways of     between the demand,  supply,       the delivery                                                 and  usage of skills   ___________ ________________________________________________________________________________________________________________     B. Hans s on   2007   Examine the determinants of    OLS regressions and Probit estimates  are   The provision of training is largely                                                  e mployee training from    used in the statistical analysis of data from   determined  by firm - specific factors     o rganisational perspective  and    5,824  private - sector organisations   such as HRM practices.   The two      i dentify to what extent training    widely used measures of training  -     i nvestments  enhance company    incidence and intensity  –   are largely     performance   determined by  different factors        
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Table  4.1 .    Literature on employee training provision in small businesses ,  -   Continue d     Author(s)            Year                   Research aim/                                                     Method                                                              Main findings                                                               Objective                                             (empirical/theoretical)       A.   Gibb     2009            Explore the role of action learning              Literature review and analysis based   on           The action lear ning is central  to                                                   i n micro and  small enterprises   author’s experience in the  field of                          effective owner/manager learning .                                                  development and examine the     small enterprise development in over                    There are  distinctive skill challenges                                                   barriers that confront action    80 countries   for action  learning facilitators, but                                                  learning approaches   major changes  in institutional        norms  are necessary   ______________________________________________________________________ _____________________________________________________     L.   Ahlgren                                  Examine the role of SMEs in                   12 case studies of SMEs in England and                  Employers have a key role in    L.   C.   Engel          2011                 p romoting and/or hindering                      Scotland (conducted interviews were           decision - making relative to training                                                         training and learning                                analysed in context with policie s and           provision   currently focusing on job -                                                   opportunities for their                                literature)           specifi c   in - house training within the                                                    employe es           formal training opportunities   ___________________________________________________________________________________________________________________________     I. Gordon   Explore the relationship of      Qualitative techniques are used to explore    Enterprise education can deliver    E. Hamilton      2011   entrepreneurship   education      the situations of five SME owner /managers   positive benefits to SME s owner/   S. Jack   to and its impact on SMEs                      at   three points during a  5 - year period   manager   and to the wider region     individual and business   in which they are  located. Through     operations   engaging owner s /man a gers  extend     their networks which support      business growth and development   _____________________ ______________________________________________________________________________________________________     C. J. Wadoups     2011   Explore the relationship between          Uses individual - level data obtained from    There is a positive correlation      e mployer size and  work - related          the Australian Bureau of Statistics  2011   between  the probability and      training    instalment of the Survey of Education and   intensity of training and the firm      T raining , a quadrennial of a large random    size. Much less training occurs in      sample of working - aged Australians   firms with fewer than 10 workers        
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Table  4.1 .    Literature on employee training provision in small businesses ,  -   Continue d       Author(s)            Year                          Research aim/                                                Method                                                              Main findings                                                                      Objective                                        (e mpirical/theoretical)       A.                                                  Explore  small firm owners’                  The research adopts qualitative orientation .   Informal staff training can  help small   Panagiotako poulos      2011         perceptions of the impact of                Empirical data were collected from 43    firms face the challenges of the future                                                       e mployee training on small                  owners of  small and micro firms in  Greece   Workplace training  is useful in:                                                      firm competitiveness                            through  personal semi - structured interviews   reducing employee errors,  meeting     s kills shortages, facilitating      i ntroduc tion of new technology and      enhancing worker employability.   ___________________________________________________________________________________________________________________________     A.    Identify the main barriers of    Critical review of the HRD literatu re  in the   There is a wide range of factors   Panagi o takopoulos     2011   employee training  and learning    small business context   preventing training  and learning in      in SMEs and recommend ways   SMEs from financial constraints,      to overcome them   limited  owner ’s commitment, fear of     poaching   to individual uncertainties     and potential misunderstanding of      the role of training   ___________________________________________________________________________________________________________________________     S. Durst   Review  the research of   Systematic review of  36 - refereed  empirical   Considering the prevalence of  SMEs    I. R. Edvardsson          2012   knowledge management in SMEs       articles on knowledge management  and    there is a strong need for more      t o identify  gaps in the current    small and medium - sized enterprises   research  on this topic to develop       b ody of knowledge , which justify    greater  understanding of knowledge     future research directions   management in SMEs   ___________________________________________________________________________________________________________________________     R.  Chinomona           2013         Examine the direct effects of  small      Sample data of 221 questionnaires    Small business owner’s expertise     b usiness owner expertise on small      was collected from small b u sines s   positively influence  employee     b usiness performance   and the            employees.  For the analysis, structural   training,   and small business     m ediating influence of employee         equation modelling (SEM)  and Smart PLC   performance in  a significant way     t raining in thi s relationship                   were employed        
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Table  4.1 .    Literature on employee training provision in small businesses ,  -   Continue d       Author(s)            Year                          Research aim/                                                Method                                                         M ain findings                                                                      Objective                                        (empirical/theoretical)       P. Jones   Evaluate the impact of different                  U ses data from the 2008 FSB Survey.               Four training methods were identified   M. J. Beynon          2013   training method s   on SMEs                        Undertakes   bivariate correlations and                to have the most  positive association    D . Pickernell   business performance,                              multivariate regression - type analyses                with increased  business performance   G. Packham                              considering  the relationship                         (using Regression - type  classification                                                                                                   b etween the satisfaction SMEs                   and Ranking Belief Simplex)                                                     h ave  towards their employees’                                                        n eed s   being met   and the levels         o f impact the training has had  on                                                    b usiness performance     ___________________________________________________________________________________________________________________________         C. J. Wadoups       2014               Examine the relation ship between           Data were obtained from   the 2005      Union members are mo re likely to                                                     u nion membership and the    instalment  of the  ABS’s SET,                            receive employee training than their                                                    i ncidence of training, the degree    composed of  observations from   non - union  counterparts, and they (male)                                                     to   which  training is transferable to    a random sample of Australians   are  more likely to report that training                                                     other firms and the degree to which        and Probit procedure was employed   improved their job performance                                                     workers perceive that training    in the analyses                                                    improves job performance   ________________________________________________________________________________________ ___________________________________       K. Padachi   Investigate the barriers  that   Data were collected through survey   Training practices among SMEs in    S. L. Bhiwajee      2016             SMEs face in the provisio n   questionnaires  (personal and  online   Mauritius  rhymes with extant                                                     of training to their employees   approach) from a total of 59 SMEs .   general literature     Data obtained were analysed using     SPSS 20.0 through descriptive and      inferential statistic s        
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Table  4.1 .    Literature on employee training provision in small businesses ,  -   Continue d     Author(s)            Year                          Research aim/                                                Method                                                         M ain findi ngs                                                                      Objective                                        (empirical/theoretical)       B. Ju                                            Explore how training, job tenure            Uses a representative  sample in which                On -   and off - the - job training, distance   J. Li                      2019            and education - job and skills - job             1531 individuals were followed from                  training, job tenure and education - job                                                        matches impact employee                     2003 to  2014. A hierarchical regression             and skills - job matches are significantly                                                      turnover intention                                   analysis  was conducted to exami ne                 associated with turnover intention                                                                                                                   the relationships researched   ___________________________________________________________________________________________________________________________     M.  Barry   Examine the determinants of   Uses data from a unique 2016 cross -                 Age plays  a significant role in  allocation   R. Gomez   job - related training   national survey  of Australian, British,                  of training. Presence of a union and HR   B. E. Kaufman        2020   Canadian and American employees ,                  department  are strong positive    A. Wilkinson   contrasting the neoclassical/human                    predictors of job - related training, but    T. Zhang   capital approach and the traditional/                   the most important are product - market      institutional approach                                          and employee voice   ___________________________________________________________________________________________________________________________   T. Garavan   Examine the moderating effects   Conducte d moderated  meta - analysis                 Training is positively  and directly    A. McCarthy   of quality versus quantity  of    of the training and organisational                        related to organisational performance   Y. Lai      2021   training, time, institutional   and    performance  relationship using                              with  not   statistically significant    K. Murphy   organisational context factors    119  primary studies                                              difference between measures of    M. Sheehan   in the relationship between                                                                                               training quality and quantity   R. Carbery   trai ning and organisational      performance   ___________________________________________________________________________________________________________________________   B. Idris   Examine the link between    Uses UK’s 2015  Small Business Survey   There is a positive an d significant   G. Saridakis     2023   training and (perceived)    containing large - scale data from more                  relationship between training and   S. Johnstone   actual/intended  performance    than 15,000 owners/managers of SMEs   SMEs performance .   The combination      of SMEs in UK    and employ s probit analysis                                   of on -   and off - the - job   training has                                                                                                                                                                                                 stronger   effect   on organisational                                                                                                                                                                                              performance than   their  individual       effects         
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Table  4.1 .   Literature on employee training provision in small businesses   Author(s)            Year                        Research aim/                                                             Method                                                                  Main findings                                                                O bjective                                                 ( empirical /theoretical)       H. Matlay   1997   E xplore the owner/man a ger’s   74 case  studies in West Midlands region ,          Although the owner/manager’s attitude     a ttitude to   vocational education   2000 telephone interviews and  246 semi -               towards training is positive in general,      a nd employee training  in  SMEs   structured in - depth  interviews   the actual training provision  is  not   in     and its  actual provis ion   accordance with the perceived  needs     of small firms   ___________________________________________________________________________________________________________________________     H. Matlay   1999   Provide deeper understanding of     A longitudinal study that combines    Highli ghted the existence of a  training                                                    l ong neglected topic of employee     qualitative and quantitative methods,   paradox in SMEs,  where  conversely to                                                   t raining in SMEs  and overcome the          incorporating  telephone survey of 2000   reported positive attitudes towards                                                   m ethodologic al shortcomings of the       randomly selected businesses in   West   employee  training , the vast majority of                                                    f ew research studies in this topic   Midlands region,  intervie wed 200 owners/   employers does not provide any      managers and  conducted  74  “matched”   training     case studies   ___________________________________________________________________________________________________________________________     D. Patton                                  Seeks to assess the relationship   The research design adopted  a contextual               Due to the heterogeneity of the small   S. Marlow   2000             between  training and performance          framework based on a model used  by                   business  sector generalization is not   P. Hannon                               and offer comprehensive    the Industrial Marketing  P urchasing   Group             possible,  which is why it is more                                                   u nderstanding   on the impact of                                                                                            appropriate to  identify the positive                                                    traini ng upon the firm                                                                                                            outcomes of employee training in                                                                                                                                                                                               SME s,   rather   than  seeking a causal                                                                                                                                                                                                 r elationship   ___________________________________________________________________________________________________________________________     J. Kitching     I dentify motives for employee     Two - stage study  of small firms                               Employers train to provide   workers   R. Blackburn      2002     training,  examine the challenges     ( 2 - 49 employees)  using quantitative and                with the skills required for their  jobs       e mploye rs face  towards training      qualitative methods ( face - to  - face                            and to improve performance.                                                    p rovision  and the importance of     interviews  with 50 employers)   Two groups of employers   that either                                                   i nformal and formal training                                                                                                  indicate a lack of any perceived need      to provide training or  report   barriers     such   as financial and time constraints        
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Table  4.1 .    Literature on employee training provision in small businesses ,  -   Continue d     Author(s)            Year                         Research aim/                                                     Method                                                           Main findings                                                               Objective                                             (empirical/theoretical)       S. Johnson        2002   To set out key lessons for policy   Analysis of the results that derived from   Raises a number of issues for policy      makers focusing on employee    an eclectic mix of research on the    makers and others involved in the      training and learning in SMEs   training issues in SMEs   promotion of the concept of lifelong     learning among small fir ms   ___________________________________________________________________________________________________________________________     A.   Aragon - Sanchez   To identify the effects of training    Empirical study  using a sample of    Existence of significant  relationsh ip   I. Barba - Aragon   on performance  through    457  European SMEs   between training and performance   R. Sanz - Valle       2003   investigating effects on the      effectiveness and profitability   ________________________________________________________________________________ ___________________________________________     H. Matlay    2004   Examine the effectiveness of six   Uses a sample of 6 , 000 small  firms and                   Highlights common trends  related to     g overnment - backed training   measures the effectiveness of  training                   the reviewed initiatives suggesting     i nitiatives in Britain focused on   initiatives from four aspects: awareness,                 considerable mismatch  between      p romotion of  employee train i ng in    understanding, interest and actual provision          SMEs’ training needs and  training      small businesses                                                                                                                    initiatives on offer   _________________ __________________________________________________________________________________________________________     N.   W . Hatch         2004   Investigate the impact of investments      Detailed observation and analysis of                      Acquiring, developing, and d eploying   J.   H. Dyer   in firm - specific skills   and  knowledge        activities  and performance obtained through          firm - specific human capital provides     o n learning and firm performance              field interviews and  questionnaires                          sustained advantages in learning                                                                                                                                                                                                and performan ce   ___________________________________________________________________________________________________________________________     D. Devins     Investigate the impact of  training    Uses quantitative data  collected from    Implementation  of training    S.  Johnson   2004   interventions on employees in    baseline and follow - up surveys  of a    interventions  provide s  positive    J. Sutherland   small businesses   sample of employers and a sample of    outcomes for the majority of     t heir employees (1000)   participating in    the employees in SMEs,     European Social Fund (ESF)    especially in organis ations with                                                                                                                 Objective 4 (O4) Programme in   Britain     relatively formalised t raining pra ctices      


