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Abstract
Chapter 1 of this study analyses the research background, research question, aim and objectives of the study. Chapter 2 will discuss the role of training and development in achieving organisational performance in the pharmaceutical industry. Chapter 3 is the research methodology which followed the research Onion approach. Chapter 4 offers the results of a qualitative study and focuses on the results of interviews which were done with employees and managers of pharmaceutical organisations to understand how training contributes to enhancing the performance of an organisation. Chapter 5 summarizes overall study and provides recommendations to develop the gaps and challenges followed by a bibliography at the end. 
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[bookmark: _Toc184278981]Chapter 1: Introduction 
[bookmark: _Toc184278982]1.1 Research Background
The pharmaceutical industry is widely regarded as one of the most active and most regulated sectors. According to (Chomać-Pierzecka, E. 2023) a lot of the importance of this sector stems from the fact that it provides improved healthcare solutions to control diseases and enhance life. However, pharmaceutical companies tend to face challenges in employee performance and organisational effectiveness in an offer to satisfy the increasing demand and maintain their competitive advantage (Stirpe,L. et al 2021). Since the pharmaceutical industry is very dynamic, pharmaceutical companies have to ensure that their employees are equipped with up-to-date information, technical skills and a better understanding of the policies in the industry Chomać-Pierzecka, E. (2023). All Employees must engage in training and development to be ready for the challenges that come with the pharmaceutical sector. T&D in the business places concerns programs aiming at enhancing the day-to-day competencies of workers, to increase productivity. This is because, T&D in the pharmaceutical industry, is very critical since it ensures that all personnel understand complex industry regulations and comply with them, as well as adapt to changing technologies. All employees working in the area of pharmaceuticals must practice continuous learning owing to their interaction with sophisticated systems, complicated medications and dynamic policies.
As the employees are aligned with the goals of the Organisation, Training and Development help in enhancing the organisational performance (Barends,E. 2023). (Barends,E. 2-23) then explains that employees who have the right training and knowledge, can perform their tasks to the expected standards and hence high quality, productivity and adherence to rules are achieved. Therefore, to ensure the effective implementation of a Training and Development program that encourages individual employees' growth for the favourable overall growth of the organisation, HR management is very crucial (CIPD, 2023). Incorporating Training and Development T&D with wider organisational policies helps in fostering a culture of relentless improvement, which in turn engenders a competitive edge for the organisation. The COVID-19 pandemic encouraged more businesses, including the pharmaceutical sector, to embrace the already existing digital age even faster(CIPD,2020a). More focus has been given to training the workforce on digital skills in most pharmaceutical companies owing to the increase in remote working and digital interaction. In a survey carried out by Deloitte in the year 2022, about 70 per cent of pharma companies stated that they were investing more in digital training programs for their employees to equip them with the skills that are required to operate digital tools and technologies (Syslo et al., 2024). Companies have increasingly resorted to the use of webinars, virtual classrooms and e-learning systems to provide ongoing training to employees even with restrictions on movements.
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Figure 1.1: Drug development by digital technology
(Source: Kudumala et al., 2021)
Moreover, one can argue about the capacity and potential of T&D to solve the problems in the pharmaceutical industry such as creativity, regulatory constraints and challenges of modern science and technology. As most of the pharmaceutical companies are expanding their operations, a well-trained workforce is required since new challenges in drug research, drug development and drug distribution are being experienced by these companies (Sarkis et al., 2021). Among these challenges, high employee turnover, low levels of employee morale, and difficulties in attracting skilled employees are some of them that can be solved with the help of a good T&D system(CIPD,2022a). In the pharmaceutical industry, retaining employees always poses a threat, especially during challenging times (Hole et al 2021). T&D is being embraced by organisations more and more as a means of boosting employee interaction and morale. The best people have to be kept within the works where the training programs offered for them include leadership, skills as well as career growth prospects (CIPD,2020a). As per the recommendations made in the 2022 report titled ‘Pharma Talent Trends’, which is based on the study conducted by the publication, 67% of the pharma companies increased the personal and leadership training programs of their workers to reduce the turnover effect (Sookne, 2024). This trend indicates that organisations are beginning to realise the importance of T&D, not only in enhancing the skills of the employees however also in making them feel attached to the organisation. 
It is very tough and challenging for pharmaceutical industries to identify and retail skilled and efficient employees during this global skill shortage situation. T&D can fill this gap to an extent. In order to keep talent on board, particularly in such areas as clinical trials, regulatory affairs and biopharmaceutical manufacturing construction, most of the well-established companies 57% of both Shanghai Pharmaceutical T&D Institute reports devoted resources to training and development in 2021 (Austin and Hayford, 2021). Pharmaceutical companies are taking up more training programs aimed at creating a more skilled workforce to keep up with the dynamics of the industry. In pharmaceutical industries, strategic human resource management enhances the process of integrating T&D with organisational strategies and objectives (Leoppold et al,2005). According to (Leoppold et al,2005), HR management can help to ensure that training is relevant to the goals of the business and is effective by incorporating T&D projects within training as part of a strategy. In addition to providing the right individuals to perform their jobs, an efficient T&D HR strategy also ensures that the personnel are motivated to take part in the success of the organisation.
This research primarily centres around T&D practices, particularly in the pharmaceutical industry and their impact on the overall performance of an organisation especially when integrating HR strategies. In this case, it looks at aspects such as engagement, productivity and retention instead of employee development in the context of considering the effectiveness of the organisation. This study aims to help pharmaceutical companies understand how they ought to leverage their human resources more productively so that they achieve sustainable growth by mapping out training and development practices that are likely to be effective.
[bookmark: _Toc184278983]1.2 Research Problem 
The acceptance of the need for training and development in most organisations, including the pharmaceutical industry, little has been researched about the contribution of T&D to the success of the organisation. There are many challenges in the pharmaceutical industries today, examples include regulatory compliant issues, the fast pace of changing technology and innovation and the need to maintain high quality and safety levels (Yousuf el al, 2024). While it is true that these challenges are important, it’s worth noting that most organisations still have challenges in fully utilising the benefits brought about by training and development programs. One fundamental issue is that reasonable T&D activities, in most cases, do not fit into the organisation’s wider strategic orientation. Rather than adapt T&D programs to meet specific organisational needs, most pharmaceutical firms still advocate for T&D programs as a means of enhancing generic skills (Ali et al 2023). Where such training and development efforts do not improve productivity, an increase in retention or positive business performance there may be distortions in respect of the alignment of T&D and strategy.
Many organisations that sponsor T&D projects often cannot evaluate the effectiveness of the programme. Employers ought to consider the impact of T&D on productivity, employee engagement and retention, as well as the contribution of these programs to the overall success of the business (CIPD,2024). In the absence of solid evidence substantiating the advancement of T&D, pharmaceutical companies might show a reluctance to support recurring educational programs. Engagement in T&D efforts can also be undermined by high levels of employee turnover, low levels of employee participation and lack of clarity on the progression of employees (Hngoi et al., 2024). Another challenge is presented by the fast pace of change that characterises the pharmaceutical sphere. It is vital for pharmaceutical companies engaged in drug discoveries to keep their employees not just highly skilled however also their employees’ adaptability to changes within the business which come with innovations, new drug research findings and policy changes. In this context, it becomes essential that T&D programs are directed towards making environments that are conducive to both continuous improvement and learning, hard and soft elements included.
This study seeks to address the aforementioned problems in T&D programs within organisations and their alignment with overall corporate strategy through an examination of strategic management of human resources. This research aims to provide a set of practical recommendations for a pharmaceutical company on how to optimise performance on the employee and organisational level through T&D focused on productivity, engagement and retention.
[bookmark: _Toc184278984]1.3 Research Aim
The study aims to explore the role of Training and Development (T&D) in the pharmaceutical industry in the attainment of its objectives, with particular reference to employee engagement, retention and organisational performance.
[bookmark: _Toc184278985]1.4 Research Objectives 
RO1: To determine how training and development contribute to the success of organisations in the pharmaceutical sector.
RO2: To evaluate how training and development affect the retention of employees.
RO3: To investigate how T&D might improve employee engagement through effective human resources management.
RO3: To suggest successful T&D tactics that help enhance organisational performance and success in the pharmaceutical industry. 
[bookmark: _Toc184278986]1.5 Research Questions 
RQ1: What role does Training and Development play in an organisation in the context of the pharmaceutical industry and its operations?
RQ2: How much do Training and Development practices help to enhance the existing retention rates for employees?
RQ3: How would describe the effect of Training and Development on the engagement of the employees?
RQ4: How T&D strategies can be used to enhance the productivity of the organisation?
[bookmark: _Toc184278987]1.6 Research Rationale
The basis of the current research is related to the increased attention paid to enhancing employee performance in the pharmaceutical industry to meet the requirements of a more dynamic and controllable environment.  Increased competition, rapid technological advancements and regulatory requirements have changed the landscape of the pharmaceutical industry, which is focused on improving performance among its employees (Dukart et al., 2022). Just a few decades ago, the corporate emphasis was on product development and regulatory compliance; employee effectiveness, however, usually fell through the cracks. For the most part, companies have come to understand that their most significant asset the cornerstone of competitiveness and compliance is not  employee provision it's motivated people.
Training and development (T&D) is important in ensuring that employees are equipped with the necessary skills to deal with new technology, comply with laws and regulations and maintain high quality (Ashmond,B. et al 2022). There is however a need for efficient T&D interventions, especially in the pharmaceutical companies however most of them manage to implement and evaluate the interventions effectively, especially about the organisational performance outcomes. The pharmaceutical sector is currently dealing with several issues, such as a market that is becoming more and more competitive, stringent regulatory control and the quick speed of invention (Hole, Hole and Shaw, 2021). Hence Organisations have to also invest in their human resources so that workers’ skills are relevant to the prevailing task at hand. Still, a growing number of pharmaceutical companies have been unable to take advantage of T&D due to either the absence of clear metrics for gauging the effectiveness of training or the disconnect between training exercises and organisational objectives.
The relevance of this study to pharmaceutical companies is mainly the possibility of accepting strategic human resource management (SHRM) to address training and development issues about broader organisational objectives (Padmavathy,G. et al 2022). Pharmacies can improve their human resource practices to ensure that the training strategy yields measurable results by appreciating the role played by employee T&D in such aspects as employee engagement, workplace productivity and retention rates (Ooi et al., 2023). Moreover, the present study focuses on the analysis of the existing training and development practices of the pharma industry and proposes some modifications in light of the demographic composition of the workforce. Employees of the pharmaceutical sector, unlike those in other companies, have to possess qualifications in patient safety, adherence to rules, and the development of drugs. (Kalra and Singh, 2024). Therefore, apart from the technical skills, T&D practices in this sector should also focus on the enhancement of soft skills like cooperation, communication and adaptability. According to (CIPD,2020b), In order to build employee commitment to the company's goals, it is essential to enhance employee engagement. It increases productivity while at the same time reducing turnover and increasing collaboration. Engaged employees are more efficient, compliant, and creative, leading to better organizational performance in a highly competitive pharmaceutical environment. Lastly, this research will help ensure that the pharmaceutical companies get the best out of their training and development programs aimed at a well-trained workforce increased employee retention and the level of employee engagement as well as overall efficiency of the organisation. It will also support the existent knowledge on HR management by offering useful perspectives on the role of T&D in the pharmaceutical industry above enhancing organisational performance.
[bookmark: _Toc184278988]1.7 Significance of the Study
Due to the applicability of the theory of human capital and the practice of training and development (T&D) within the pharmaceutical industry, this study has notable significance. By providing a rich insight into the role of Training and Development (T&D) in enhancing the effectiveness of organisations within the industry of pharmaceuticals, this research will fill an important literature gap. In addition, this will enhance the understanding of strategic human resource management (SHRM) concerning the alignment of corporate training and development systems with broader corporate objectives (Gouldsberry, 2023). For research objectives, this paper will cover the aspect of the relationship between T&D and organisational performance within a very competitive and highly regulated industry. The study seeks to fill the knowledge gap already existing in the literature regarding the influence of T&D on employee turnover, output and commitment in the pharmaceutical industry. It will also produce useful insight into the effectiveness of different T&D approaches and how they could adapt to fit the needs of the pharmaceutical company. The findings of this present study will provide practitioners in the pharmaceutical industry with ideas for improving T&D strategies in an attempt to make the organisation effective. Any organisation can improve its current human resources strategies to keep the best workers, lower employee turnover and increase employee motivation by appreciating the significance of T&D on engagement and retention (CIPD,2020b). Additionally, this study will present findings on best T&D practices to augment productivity which is according to (Mampuru, M.P. et al 2024) is very critical business goal in the scope of the work of the pharmaceutical industry.
Even though pharmaceutical companies face challenges such as innovation, regulatory issues and market competition(Padmavathy,G. et al 2022), they will be able to adopt the recommended T&D approaches. Moreover, this will be a supply to build a skilled and motivated human resource base for the further growth of the organisation. In this respect, this study will help corporate executives, HR specialists and managers working in the pharmaceutical industry develop training and development programs that correspond with their respective strategic objectives while enhancing the performance of the whole organisation.
[bookmark: _Toc184278989]1.8 Structure of Research Study 
[image: ]Figure 1.2: Structure of the study
(Source: The researcher)


[bookmark: _Toc184278990]Chapter 2: Literature Review 
[bookmark: _Toc184278991]2.1 Overview 
The literature review refers to the academic writing that analyses and summarises the existing information on a particular topic (Greetham, 2021). The study will discuss the topic regarding the role of training and development in achieving organisational performance in the pharmaceutical industry. According to (Bamfiled,P.,2006), training is always beneficial in any pharmaceutical industry that is undergoing many changes and difficulties in recent times, and it should also be noted that a lack of experienced, skilled, and capable workers has driven organisations to find some creative solutions to keep their talented workforce. (Bamfiled,P.,2006) suggests that is important  that pharmaceutical industry creates a skilled group of workers with proper training and development. There will also be a discussion on how these skilled workers, who are created through proper training and development can help the pharmaceutical industry in achieving organisational performance. Human resources training and development can also promote the company to create an atmosphere where its employees will feel safe and secure environment which will have a positive effect on their work environment(CIPD,2019). (CIPD,2018) also suggests that development and training of human resources became very important to enhance the capability of the workers of any organisation. Also, it suggests that a proper training program for the new employees became quite essential to maintain high-quality output, productivity, and compliance as employees adopt new and modern technologies.  
[bookmark: _Toc184278992]2.2 Impact of training and development Contribute to the success of an organisation

The training of Employees in the pharmaceutical industry become very much essential as it is a newly established sector and still has a lot of hurdles yet to overcome both new and established. According to (Brininger et al 2016), working with the types of equipment and products of pharmaceutical industries can be hazardous because it becomes important for the employees to know how to properly handle all the supplements safely. However, proper training about how to handle all this equipment becomes very important in reducing the risk of injuries which can occur due to mishandling these products. Apart from this, in recent years there has been an upsurge of globalisation which has been witnessed all over the world where the companies of many countries are linked with each other which has promoted foreign trade through connectivity and technological advances. According to (CIPD,2023b) this technological advancement has created an intense rivalry in the foreign as well as national markets where companies depend on their skillful employees to gain an advantage in the competitive environment. Furthermore, development and training programs can contribute in the success of the pharmaceutical company in ways such as improving the performance of its employees. According to (Martin,V.,2016), a good training program in the pharmaceutical industry can help its employees to become more efficient and productive and also develop their problem critical solving capabilities. 
According to (Ali,M. et al 2023), training and development programs can help to better patient outcomes as it should be noted that the employees can provide high-quality care with less error when they are up-to-date with the latest treatments. In addition, there are several different technologies in which the employees in the pharmaceutical industry should be trained to perform better treatment of patients.  (Patel and Shah 2021) suggest that these technologies are currently also being used by the pharmaceutical industries to aid in drug manufacturing and drug discovery. (CIPD,2020a) suggests that Training and Development of the employees can also help in increased employee engagement as employees feel like they are continuously growing and learning and are more likely to be engaged in their work. According to (Sony and Mekoth 2022), the development and training of employees in the pharmaceutical industry also improve team dynamics as the trained employees are more likely to effectively work and communicate with each other towards a common goal. It should also be noted that the pharmaceutical industry which offers good training and development is more likely to retain its talented employees and even attract newer talented employees which will further impact their growth. According to (Yawson,R., 2020), training and development in the pharmaceutical industry can help foster a culture of continuous innovation and innovation which makes the employees go through the process of continuous learning that can help ensure regulatory and compliance changes and best practices. Therefore, through this process of continuous learning the employees who are working in the pharmaceutical company can develop their skills to their limits and can develop innovative ideas at the same time which in a way will hugely contribute towards the success of the pharmaceutical industries.

Implementing an effective training program can help a company to improve the confidence of their employees and supervisors, increase their productivity, and enhance the service and productive qualities of the employees(Marin,v 2006). In this way, as (CIPD,2020a) suggested, training can not only be beneficial for the employees but also for the leaders of the pharmaceutical company. Training and development can impact regular development initiatives of the employees which can help in preventing workplace idleness. Moreover, having frequent training programs can also help in establishing regular reevaluation of the skills of its employees(CIPD,2020a). Besides all this training and development of a company also helps in developing company culture by instilling an emphasis on planning(Boddy,2017).  Therefore, it can be concluded that the pharmaceutical sector benefits from training and development to achieve compliance, product quality, customer safety and development requirements. Hence an increasing of consulting people and firms focus on assisting the customers in determining their training needs.
[bookmark: _Toc184278993]2.3 Identification of effective Training and Development in improving retention rates

Effective training and development is the key to improving the retention rate of any industry and the pharmaceutical industry is no different in this case. According to (CIPD,2019), retaining talented employees is one of the main problems that human resource management of almost every industry faces as they might feel the desire to move to other companies for better conditions. (Kassem et al 2019) suggests that an organisational culture plays a vital role in determining the success of an organisation which makes it necessary that the organisation instils a core value which is widely accepted by the employees working there. Hence, training and development can help to create an environment where employees will be safe and secure which will affect their decision of her they will stay in the organisation or not.  Furthermore, (Febrian et al 2023), suggests that effective training and development help maintain employee performance which becomes very important without which an organisation may face hindrances in achieving their organisational goals. (Armstrong,M. et al 2014) suggests that effective training and development can help retain talented employees by providing learning opportunities which will make employees feel invested in the company. Also, a series of programs related to the training and development of a friendly atmosphere will be formed among the fellow members who have participated in this program together. This will make the employees feel emotionally attached to the company which will lower the possibility of the talented employees leaving the company. Furthermore, through effective training and development, an employee will gain the opportunity to learn and grow as the company offers opportunities to the employees to grow which will motivate them to stay and contribute more to the company(Armstrong,M. et al 2014). In addition, companies involving employees in goal-setting, improving and evaluating programs by employee’s feedback and surveys for example, and providing incentives can effectively retain their talented employees. Aside from all the training and development can also help in creating proper leadership in the organisation and the pharmaceutical industry is no different in this regard. (Zamiri and Esmaeili (2024) elaborates that by investing in a program which is comprehensive the pharmaceutical company can foster mentorship, emotional intelligence, conflicting resolutions, and communication skills. All of these will empower the leaders to create a workplace culture that will support long-term employee commitment. 
Effective Training and Development can retain its talented employees by making the training mobile-friendly(CIPD,2020a).The mobile-friendly content could focus on one specific pharma concept and its bite-size modules could help in reducing learner distraction and retaining better knowledge. Moreover, (CIPD,2023a) suggests that involving employees in goal setting can be an effective way of training which can help in increasing employee retention rates. An effective program can be designed by pharmaceutical companies by involving the employees in providing regular feedback, goal-setting, and giving access to learning resources.  Therefore, investing in training makes the employees of a pharmaceutical company experts in their jobs as well as retaining them. The employees will become better informed about their jobs as well as the knowledge of various types of tools and how to use them. It can also be understood that good training and programs of a pharmaceutical company make the employees indebted and emotionally attached to the company. They become more motivated and better informed of the progress of their careers which helps in improving the employee retention of the company.(Boddy,2017)
[bookmark: _Toc184278994]2.4 Impact of Training and Development on employee engagement
It is very important to note that development and training can have a significant impact on employee engagement which provides further opportunities for professional growth and ensures that employees feel supported and valued. According to Shelton (2023), work engagement can have a significant impact on the behaviour of the employees who are working for the organisation. Also, any organisation needs to have a leader who will be one of the reasons that the employees will feel attached to their work. Furthermore, some research was done which shows the relationship between employee engagement and authentic leadership. According to (Mcloed et al,2009), work engagement is an offshoot of employment engagement which focuses on a psychological state of fulfilment with one’s task at work. Therefore, it can be understood that development and training play an important role in enhancing employee engagement by equipping them with the knowledge and skills that are needed to excel in the roles that they are provided with(Mcloed et al 2009). This will further lead to higher job satisfaction of the employees, increase their confidence, and instils a strong sense of commitment toward the organisation among its employees(Mcloed et al 2009). Furthermore, it can be also understood that training and development play a crucial role in enhancing the performance of the employees which will help in enhancing the organisational effectiveness(Kassem et al 2019) Also, by equipping the workers with the skills, knowledge, and motivation which they need to excel in their roles, the organisation can drive productivity, innovation and competitive advantages(Mcloed et al 2009).
The employees will be more invested in their work and will motivated to do their best which will lead to a better and productive outcome for the pharmaceutical company. In addition, according to (Mcloed et al 2009) a high rate of employee engagement can help create a better work environment that will increase the retention of employees, reduce absentees, and decrease any incidents which might cause a safety issue. (CIPD,2019) suggests that the right amount of development and training can greatly enhance the engagement of the employees by nurturing their talents and helping them to learn new things and improve their performance. The training and development of the employees can increase their confidence which will make them feel more confident in their abilities. 
Training and development of the employees will also impact in strengthening their commitment as the employees who receive training and development will feel a strong sense of commitment towards the organisation they are working for (CIPD,2020b). Training and development of the employees can help boost their morale as the employees who have received training and development can feel a sense of self-worth and accomplishment which will further boost their morale (Boddy,2017). Good training and development can help in the retention of skilled and talented employees as they will feel a sense of worth which will make them loyal to the organisation and will improve employee retention. Training and development of the employees can also help in improving the business performance of the pharmaceutical companies as the better-trained employees will give better quality production. Customer satisfaction is also one of the elements which will be impacted by the training and development of the employees. The employees who are properly trained will give better and satisfactory services to the customers which will increase the popularity of the pharmaceutical company.(Marin,v 2006)
[bookmark: _Toc184278995]2.5 Potential strategies for Training and Development to improve a company and Productivity 
Potential strategies are essential for training and development to improve a company's productivity. According to (Martin,v 2006), In the modern workplace, the role of group and team plays an important role in productivity, employee satisfaction, creativity and boosting employee morale. The impact of training and development is vast, which includes problem-solving encouraging creativity, fostering employee engagement and considering ideas and values to build a positive work environment. Both training and development are the fundamental keys to being successful, working together in a team or group offers several benefits such as increased responsiveness, which helps to respond to rapid changes(Espedal et al 2022). It enhances flexibility and allows the team members to focus more on long-term growth and sustainability (Chakraborty and Ganguly, 2020). Such potential strategies for training and development to improve an organisation's productivity, especially in the pharmaceutical sectors are target skilled development programmes or leadership development, cross-cultural training and continuous feedback.
Leadership Development, target skilled programmes or leadership development is an essential factor which helps organisations to improve productivity, especially in the pharmaceutical industry. Leadership development is often termed the backbone of every thriving pharma sector (Bhatt, 2022).  One of the key advantages of training and development is to improve the performance of the pharmaceutical industry producing more productive work, and ensuring smooth decision-making effectively helps the team to improve customer satisfaction, increase employee engagement, and better resource allocations. The importance of training and development is needed for the employees of pharma sectors to be more agile. Leadership management is important for ethical practices and also grabs attention from consumers, and investors, building trust and creating a competitive advantage for new markets. In pharmaceutical sectors, leadership development programs help the organisation in improving communications, building empathy encouraging continuous learning and healthcare advancement. According to Ravindra Warang (2020), a compassionate leader should invest in employee development and foster the growth of the company. Investing in the teams can increase employee engagement, practice work-life balance and strengthen the company’s culture. Prioritising talent sustainability, the pharmaceutical industry has ensured that the organisation is dedicated to investing in people and increasing the productivity and efficiency of the sector. 
Enhance Cross-Cultural Leadership Training plays a significant role in building cultural awareness and adaptability. Cultural Leadership Training has several benefits such as improved global collaborations, increased innovations, enhanced employee engagement, reduced conflicts and stronger adaptability to global markets. Cross- Cross-cultural Leadership Training can often be fostered in a business meeting with other country's pharma sectors and understanding better and helps to mitigate any conflicts or cultural misunderstandings (Huang, 2023).  Leaders using Cross-Cultural Training leads to more effective teamwork and collaborations with global partnerships. Staying authentic, and ensuring transparency is an essential part of a company, the authenticity of a company has several benefits such as improved global collaborations, increased innovations, and enhanced employee engagement (Radu, 2023). It helps to reduce conflicts aids to more effective teamwork and collaborations with global partnerships and significantly fosters businesses with more innovative ideas. Creating a structured and well-mannered sustainable practice helps the organisation for long-term growth and better quality products. Although training and development significantly help to foster digital innovations and social responsibility.
The continuous Feedback Mechanism significantly helps to better understand customer needs so that they can be corrected immediately (Campbell, 2023). Creating a structured and well-mannered feedback loop will help the organisation to track the performances and serve the better quality product. It increases accountability strengthens relationships and is better aligned with the goals, employees who receive constructive feedback feel more satisfied towards their work, which boosts the morale of the employees (CIPD, 2023a). Another key element of the feedback loop is to implement faster problems it can be identified and addressed in a real-time and ensure more agile solutions accordingly. On the other hand, the important factor in the pharmaceutical industry is digital health. Continuously tracking the health from digital technologies can lead to productivity and work efficiency. Implementing a continuous feedback mechanism helps to set clear objectives and goals and enhances communication. It maintains open communication to improve the customer experience and often aids in tracking the positive and negative feedback of patients. Aligning with the organisational values feedback system improves performance and collaboration. (CIPD 2020b).
[bookmark: _Toc184278996]2.6 Literature gap  
The literature gaps on training and development especially in the pharmaceutical industry has mainly focused on regulatory compliance and transferring knowledge. Although certain areas remain insufficient such as cross-cultural training significances that impact an organisation's performance. Considering the role and training development in improving the organisational performance in the pharmaceutical sector are dynamic work landscape, skills gap and lack of training assessments.  According to Kumar (2023), the cross-cultural training role fosters communication, reduces judgement, and increases empathy and customer service.  The lack of training assessments leads to issues in product compliance and quality. Apart from this, the integration of leadership skills development shows there is a training gap which needs more explorations in the rapidly changing pharmaceutical industry. 
[bookmark: _Toc184278997]2.7 Theoretical framework 
According to Sreekumar (2023), The theoretical framework in the literature review provides a framework for the research study which can be applied to theory. It includes the basis for interpreting results data and also the findings of the research methods. The role of training and development in improving organisational performance, especially in the pharmaceutical industry can focus on Maslow’s hierarchy of needs. This theory is often considered as human motivation which can be applied to organisational performance.
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Figure 2.1: Maslow’s Hierarchy of Needs
(Source: Channell, 2023)
According to (Pichère et al 2024), Maslow’s hierarchy is a theory of psychological behavior that describes how individuals are inspired to achieve the five levels of needs. (Pichère et al 2024) then explains that the five levels of Maslow’s needs are physiological needs, self-actualization needs, safety, esteem needs and love and belonging needs. Maslow’s hierarchy of needs is a theory that suggests the need for training and development improves the organisation performance and directly influences for organisation's growth. In the pharmaceutical industry, the first part self-actualization needs that provide opportunities and foster personal development and continuous learning (McLeod, 2024). The second pyramid of Maslow’s hierarchy of esteem needs helps to analyze workspaces and job satisfaction. In the pharmaceutical sector, the physiological needs factor of Maslow’s hierarchy offers a clean, safe and positive work environment. All five levels of need are important factors in improving organisational performances, especially in the pharmaceutical sector, as a human is a critical asset for training and continuous learning to foster long-term growth and sustainability. The theory provides insights into the importance of training and development fostering employee engagement and considers ideas and values to build a positive work environment. (Mcloed,2024)
The five levels help to encourage the followers to achieve their missions, It focuses on creating meaning in the work and building enthusiasm for future achievements product (Forsyth, P. 2006).  It increases accountability strengthens relationships and is better aligned with the goals, employees who receive constructive feedback feel more satisfied towards their work, boosts the morale of the employees. Maslow’s hierarchy management style plays an important role in modern organisations and helps to reduce environmental, social and economic challenges. This approach focuses on long-term approaches that provide innovative solutions and are recognized as a method of influence (Pichère et al 2024). This theory reinforces better employee performance while driving innovation management skills in the pharmaceutical industry and decision making are meant to be clear visionaries. It helps the teams to adapt and thrive in this rapidly changing digital dynamics with rapid innovation and adaptation to technologies being fundamental keys to improve organisational performances (CIPD 2020b).
2.8 Conceptual framework
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Figure 2.2: Conceptual Framework
(Source: The researcher) 
The conceptual framework provides a framework to better understand the impact of training and development in pharmaceutical sectors. This framework is comprised of the following components such as defining variables. Using Maslow’s Hierarchy of Needs, the conceptual framework aims to provide an understanding of the effect of training and development on productivity in the pharmaceutical industry. As a result of training and development T&D (independent variable) enables employees to meet their needs in the following five areas- physiological, safety, social, esteem, and self-actualization, thereby motivating and engaging them. This theoretical framework does not also forget to add that once employees’ needs are met, business goals will automatically be accomplished through programs directed at training them based on Maslow’s theory. This results in achieving superior business performance because employees have been adequately engaged. This study, the role of training and development in achieving organisational performance in the pharmaceutical industry shows that the independent variable is training and development and the dependent variable is organisational performance. 
[bookmark: _Toc184278999]2.9 Summary  
It can be concluded that potential strategies are essential for training and development to improve a company's productivity such as leadership development, enhancing cross-cultural training and implementing continuous feedback mechanisms on employees.  It enhances flexibility and allows the team members to focus more on long-term growth and sustainability. Such potential strategies for training and development to improve organisation's productivity, especially in the pharmaceutical sector. Effective training and development programs are beneficial to the pharmaceutical industry in better customer satisfaction, reduced turnovers and increased productivity of the organisation. All the five levels of need in Maslow’s hierarchy are important factors in improving organisational performances, especially in the pharmaceutical sector, as human is a critical asset for training and continuous learning to foster long-term growth and sustainability.  In the pharmaceutical industry, training is the most fundamental part which helps in regulatory compliance and enhances employee performance. Although the most important training in pharmaceutical sectors is to understand the production process and improving quality and safety. This research provides valuable insights into how the role of training and development is linked with organisational performance in the pharmaceutical industry. 


[bookmark: _Toc184141557][bookmark: _Toc184279000]Chapter 3: Research Methodology
[bookmark: _Toc184141558][bookmark: _Toc184279001]3.1 Introduction 
This chapter explains the importance of proper research methodology in improving the validity and credibility of the research. Potential data regarding the role of training and development processes in developing the efficiency of organisations has been highlighted in this chapter, this chapter provides detailed information regarding different components of research philosophy, approaches and data collection processes. Ethical considerations and sampling technique-related components are evaluated in this chapter. 
[bookmark: _Toc184141559][bookmark: _Toc184279002]3.2 Research Onion 
[image: ]
Figure 3.1: Research Onion
According to (Saunders,2019), The research Onion, Developed by Mark Saunders, Philip Lewis, and Adrian Thornhill, is a conceptual framework designed to guide researchers through the process of designing a research methodology. It provides a systematic structure to plan and execute research by breaking down the methodology into multiple layers. Akin to peeling an onion.
 The data analysis technique through data collection methods and sampling techniques through interviews will be analysed. The research onion guides the researcher in developing the research design and organising the research properly.(Saunders,2019)
[bookmark: _Toc184141560][bookmark: _Toc184279003]3.3 Research Philosophy
[bookmark: _Toc184141561][bookmark: _Toc184279004]The principles that coming up with and interpreting knowledge in a study are known as research philosophy. Research philosophy guides the design, methodology and research technique of any research work (Pring, R.,2004). According to (Turner, 2014), Positivism draws its focus on the quantitative and observable facts from a subject of knowledge and produces scientific methods of producing objective knowledge. (Turner,2014) suggests that it is a valuable approach and is frequently characterized by statistical analysis and quantitative realities. Positivist research attempts generalization and it is commonly used in deductive inquiry and natural sciences. According to (Ryan.G., 2018), Interpretivism lays greater emphasis on coming to an understanding of human experiences and social processes along with subjective meanings. It lays a premier focus on qualitative data and comprehensive investigation since it accepts the complexity of human behaviour (Rayan,G.,2018). On the other hand, interpretivism is largely applied in the social sciences to explore individual perspectives in particular situations. Pragmatism refers to an approach in research that seeks to provide answers to real issues in the real world (Kaushik and Walsh, 2019). Instead of forcing adherence to some self-imposed philosophical framework, pragmatism allows for the blending of qualitative methods with quantitative methodologies to focus on resultant actionable findings (Anderson,A. et al,2021). Realism bridges the gap between positivism and interpretivism (Eastwood et al., 2018). Thus, reality exists objectively outside human perceptions, but human interpretations serve as the only lens through which to understand it. Realism incorporates both qualitative and quantitative methodologies most often. 
The research indeed brings out how this study employs interpretivism to better appreciate the experiences and views of T&D within personnel in the pharmaceutical industry on qualitative research. Not that quantitative has a positive saturation would be able at all to capture the very complicated, individual and insightful nuances of this study. In the highly competitive and regulated industry, interpretation gives room for looking at the complexities of interpersonal and organisational processes (university of Nottingham,2023). This allows a better understanding of how T&D would lead toward employee engagement, retention, and organisational performance, resulting from qualitative evidence priority.
3.4 Research Approach
[bookmark: _Toc184141562][bookmark: _Toc184279005]According to (Cohen,L.et al, 2000), A research approach refers to the method used to implement and bring forth knowledge in a research effort. It specifies the procedures of gathering, analysing, and interpreting data to accomplish the study objectives (Cohen,L.et al, 2000). The two major types of research methods deductive and inductive differ in terms of the way they treat theories and evidence (Taherdoost,H. 2020). The deductive begins with broad hypotheses and frameworks and ends with specific observations. After developing a hypothesis based on accepted theory, a researcher gathers empirical data to confirm it. Emphasizing generalization and causality is often associated with quantitative research. The inductive method starts with specific data or observations and moves toward generalisations and hypotheses that are broader (QuestionPro, 2023). The inductive method is usually tied to the process of research through which one finds themes, patterns or insights present in the data collected, which ultimately leads to the fruition of theories rather than the verification of a determined hypothesis (Taherdoost,H. 2020). Induction is generally attached to qualitative research because of the greater comprehension that one can achieve with social environments and human experiences.
The study draws on inductive reasoning as a means of investigating how training and development (T&D) affect organisational performance in the pharmaceutical sector. Through this study, understanding will be attained from the experience of the participants regarding T&D, rather than obtaining a predetermined hypothesis. This type of inductive approach is appropriate for the surface subtle, context-specific effects of T&D on employees in terms of engagement and retention and may have a subtle but huge outcome on organisational performance as well. This kind of qualitative data analysis enables the study to generate significant findings as well as play a role in furthering theory within a highly regulated and dynamic sector.
3.5 Research Design
[bookmark: _Toc184141563][bookmark: _Toc184279006]A research design is a comprehensive plan that logically and cogently combines the many elements of a study to guarantee that the research problem is successfully resolved (Taherdoost,H. 2020). It serves as a guide for gathering, calculating, and analysing data. Depending on the study's goals, research designs can be explanatory, descriptive, or exploratory.
The interview as a part of a survey, is a qualitative research design using the structuring of the questionnaire or interview schedules the obtaining of data from a predetermined set of sample respondents. Surveys are especially useful when one wants information on the ideas andfeedback of the employees (CIPD 2023a). They enable the collection of a vast amount of data in an orderly fashion and thus facilitate comparison and statistical analyses (CIPD 2023a). Longitudinal studies and cross-sectional studies are the two major types of survey designs. Longitudinal studies design is the type that looks at changes over time, while cross-sectional studies gather data at a exact point in time.
An interview method as a strategy was used by the researcher to study the training and development (T&D) organisational performance relationship within the pharmaceutical industry. The survey method of taking the interview through teams meetings is the most appropriate since it collects information from several employees in different pharmaceutical establishments to obtain diverse perspectives on T&D procedures (Team, 2022). Surveys provide an excellent standardized framework over which processing and analysis of quantitative data can be efficiently carried out, making it possible for the study to identify trends and draw some conclusions(CIPD 2023a). Surveys are the best approach to investigate organisational processes within the fast-moving pharmaceutical industry, as they turn out to be conveniently scalable and affordable for that top end. This design guarantees that the results are reliable, representative, and pertinent to the goals of the study.
3.6 Research Strategy
[bookmark: _Toc184141564][bookmark: _Toc184279007]Research strategy is a step-by-step plan that guides the action of the researcher to achieve their research goals, systematically in the aspect of quantitative and qualitative methods (Taherdoost,H. 2020). Also, it is a plan and methodology undertaken to achieve research objectives and serves as a roadmap to collect, analyze, and interpret the data. Various Names for Research Strategies involve experimental, survey, case study, ethnography, and grounded theory. Quantitative research is a research methodology which involves collecting and analyzing numerical data to understand, describe, and predict phenomena (Admin, 2022). According to (Busetto, L., et al 2020), Qualitative research is a way to study the nature of phenomena, such as their quality, manifestations, and context. It is based on data analysis, document analysis, different theoretical frameworks and the collection of data from different secondary sources (University of Texas Arlington, 2019).  The interview is the part of the survey which isincluded in Qualitative research methods. This approach is ideal for understanding the current practices, perceptions, and outcomes without influencing the variables. The present study utilized an interview technique where 10 employees were interviewed through Teams. Interviews were effective for collecting data from remote places, ensuring ease of use, accessibility, and data integrity. It is best suited for capturing the employees' perspectives on training and development. 
3.7 Research Choice
[bookmark: _Toc184141565][bookmark: _Toc184279008]The research Choice is the part of the research Onion which helps to answer the research questions and align with the research objectives. The research choices help to analyse the type of data based on the collection techniques and data collection procedure (Saunders, 2019). The research choices are based on the different aspects such as qualitative, quantitative and mixed methods. The types of research choices include Mono-method, multi-method and Mixed-methods. The monomethod of research choices depicts the collection and collection of data through either qualitative or quantitative approaches (Saunders,2019). The multi-method research includes more than one method qualitative or quantitative to analyze the research program. Multi-method research choice can be more than one qualitative research method and deciding on two different quantitative methods.  The mixed methods research choice includes both qualitative and quantitative data aligning with the research question. According to (University of Texas Arlington, 2019), the mixed method research is referring that it helps to mitigate the research queries through ‘qualitative’ and ‘quantitative’ research. The mixed methods approach of research helps the researcher to achieve a more comprehensive understanding of research problems.
 This method helps the researcher in the decision-making process and also involves developing effective policies regarding different perspectives (University of Texas Arlington, 2019). The qualitative approach of the research leads to the survey methods from four different employees and managers. The qualitative approach of the research was sourced from different research scholars, journals and books. The qualitative data based on the role of Training and Development in achieving organisational performance in the pharmaceutical industry has been collected from different authentic sites. The mono-method Research helps to enhance flexibility and helps in the theory generation. This strategy also helps to enhance the credibility of their research and maintains the multiple perspectives of the research.  The mono-method choice helps the research to analyse the training and development in enhancing the performance of the organisation in the pharmaceutical industry (Harvard Catalyst, 2022). The mono-method research choice helps the healthcare sector to learn about the personal experiences of the customers and also helps in constructing a better management strategy.  
3.8 Data Collection Methods
[bookmark: _Toc184141566][bookmark: _Toc184279009]Data collection Methods are the technique which helps to collect, analyse and evaluate the data from different sources which helps in the decision-making procedure in health care sectors and other sectors (Egnyte, 2021). There are main two types of data collection methods such as primary and secondary. The secondary and primary data collection methods are based on different research methods such as qualitative and quantitative. According to (CIPD,2023a), Primary data collection is the data collection process which helps to gather from the direct sources. The primary data collection includes surveys, interviews, focus groups and other direct information (CIPD, 2023a). The secondary data collection method is the data collection procedure which helps to use the data collected from the other individual for different purposes from published data, non-published data and internal sources (CIPD (2023a). The published data has been collected from books, journals, and articles. The unpublished data can be collected from the documented files and reviewed articles of the researcher. The internal sources of the organisation are also included in the secondary collection such as annual reports, financial records and customer details which helps to enhance the authenticity of the report.
Data collection methods for the research on the role of training and development in achieving the organisational performance of the organisation in the pharmaceutical industry will proceed through qualitative research. The secondary research on training and development (T&D) and their impact on the improvement of the operational efficiency of the organisation can be analysed. The secondary data collection through interviews of ten employees and managers from the pharmaceutical industry helps to understand more prominently the issues, potential and strategic management of the organisation. 
3.9 Data analysis
[bookmark: _Toc184141567][bookmark: _Toc184279010]Data analysis is considered a crucial component of research that helps researchers collect detailed information about the research topic(Busetto, L., et al 2020). Interpretation and evaluation of crucial information regarding the importance of training and development in the pharmaceutical industry has been highlighted efficiently through this data analysis process. Ciampi et al., (2021) states that, the contribution of scientific knowledge in research and the development of research credibility has been highlighted authentically with the implementation of suitable data analysis techniques. Crucial data regarding real-world scenarios about the importance of training and development in the pharmaceutical industry has been highlighted with the implementation of data analysis techniques.  There are two types of data analysis techniques in research such as quantitative and qualitative data analysis processes, this research has been conducted with the implementation of the ‘qualitative data analysis technique’. 
According to (Busetto, L., et al 2020), Qualitative data analysis techniques can play a pivotal role in improving understanding and perception of research researching selected research topics. Complex human experiences and thinking regarding any particular topic have been evaluated efficiently with the implementation of a qualitative data analysis process. Researchers can highlight complex phenomena regarding the role of training and development in professional organistaion has been evaluated efficiently with the implementation of qualitative data analysis techniques. The fulfilment of research questions and objectives and the incorporation of meaningful conclusions depends on the implementation of the qualitative data analysis process (Madondo, S.M.,2021). Implementation of qualitative data analysis technique provides a rich understanding of research contexts, which participates in managing in-depth exploration of research phenomena. Furthermore, Identification of recurring themes and avoiding pre-judgment-related issues are managed efficiently with better utilization of the qualitative data analysis process. This data analysis technique helps researchers to overcome different issues regarding bias and increase awareness of their own experiences ( Madondo, S.M.,2021).The ability of the researcher to interpret data in research and evaluate of research topic depends on the implementation of the qualitative data analysis process.
Different tools and techniques are used in the qualitative data analysis process such as discourse analysis, narrative analysis, thematic analysis and others. These techniques of qualitative data analysis techniques provide detailed information regarding the importance of training and development in achieving potential organisational performance.  Collection of data, coding and analysis are the three most crucial components of the qualitative data analysis process, qualitative survey process has been implemented in this research that contributes to improving the quality of data and outcome of the study as well (Dawadi,S.,2021). Evaluation of the document and management of the research outcome have been highlighted efficiently with the implementation of a qualitative data analysis process. The preparation of the organisation of collectorate information regarding the selected research topic has been evaluated with the implementation of this data collection technique.
3.10 Sampling Technique
[bookmark: _Toc184141568][bookmark: _Toc184279011]The sampling technique helps the researcher select participants for this research who provide detailed information on the selected research topic. The qualitative survey has been used in this research to explore potential data regarding the effectiveness of training and development for employees to achieve organisational performance in the pharmaceutical industry. The collection of data through the different smaller groups has been highlighted efficiently with the implementation of a potential sampling technique, sampling strategy has two categories such as probability and non-probability (Hangleiter and Eisert, 2023). This research is conducted with the implementation of a probability sampling technique, there are four different categories in probability sampling methods such as stratified, cluster, simple random sampling and systematic sampling technique (Hangleiter and Eisert, 2023). A simple random sampling technique has been used in this research that helps researchers select ten different managers and employees for this interview process. Unbiased, representative and easy to implement are a few effective components of simple random sampling techniques that can increase the authenticity and credibility of the data collection process. A simple random sampling process is easy to implement and a quick process that highlights the effectiveness of the study. 
3.11 Ethical Consideration
This study is conducted by following effectyve ethical perspectives, which is essential for increasing the credibility and authenticity of this research. An effective set of principles has been followed by this research that helps the researcher to increase the rationality and credibility of this study. Informed consent has bene provided to all participants to help them to learn about the aim and purpose of this research (Denison, 2023). Conflict of interest and other ethical issues are solved efficiently with the implementation of this ethical; framework. Along with this, the anonymity and confidentiality of this research have been highlighted efficiently with the implementation of this ethical consideration. This ethical framework helps to ensure better transparency and the harmfulness of the study. 
[bookmark: _Toc184141569][bookmark: _Toc184279012]3.12 Timeline
[image: ]
Figure 2: Gantt chart
(Source: Self-made)
[bookmark: _Toc184141570][bookmark: _Toc184279013]3.13 Summary of the chapter
Based on this selected research topic it can be concluded that the selection of an effective research philosophy is essential for maintaining the belief and assumption of the researcher regarding the importance of training and development processes in improving the performance of the organistaion. The importance of a potential research approach, design and strategy for ensuring a better data collection process has been concluded in this chapter. The importance of a suitable data collection process and its importance in fulfilling research aims and objectives are evaluated authentically in this research. 
[bookmark: _Toc184279014]Chapter 4:  Research Findings and Analysis
[bookmark: _Toc184229105][bookmark: _Toc184279015]Overview
The findings and analysis chapter of the dissertation on the role of training and development in achieving organisational performance in the pharmaceutical industry shows the results of the study involving the information collected, its analysis and interpretation. The data collected will involve the answers from ten different employees and managers in the form of interviews. The data was analysed using logical as well as analytical reasoning to identify patterns and relationships among them. The data interpretation involves analysing the information provided by the managers and employees. 
[bookmark: _t57haof4niv9][bookmark: _Toc184229106][bookmark: _Toc184279016]Data Interpretation
Duration of work in the company
The employees sharing their roles and experiences are: Employee 1 and Employee 2 are quality assurance specialists with 2+ years, ensuring product safety standards. Employee 3, a Production manager with 5 years experience in the company. Employee 4 and Employee 5 are Customer Service managers with 10+ experience focusing on team productivity. Employee 6 is an accountant executive  with 3 years experience. Employee 7, Employee 8, and Employee 9 are Customer service agents while Employee 10 is a Senior customer service agent. 

Participation in any training programs:
Employee 1 & Employee 2 answered with ‘’Yes we have participated in extensive on-the-job training programs which were conducted for about two weeks. The training program was with quality procedures, company-specific software and safety protocols.’’ They took sessions with a senior quality assurance specialist who guided them through various tasks and scenarios. They both agreed that the training that was provided was very beneficial in getting up with the pace of the company. 
Employee 3 answered with ‘’ Yes , when I first started I did receive training and it was more focused on the technical aspects of production management. I received a one-week orientation program that involved learning about quality control measures, safety measures. There were several online modules to complete which aided me in understanding the wider values and policies of the company. The initial training session was good yet I felt there could have been more focus on team management skills and leadership.’’
  Employee 4 and Employee 5 answered with ‘’Yes said as managers, our training program was detailed.’’ when they first joined, they underwent a three-week leadership training program which primarily focused on performance evaluation, conflict resolution and team management. Moreover, they both received mentoring sessions with senior leadership that helped them to adapt to the company’s culture. Employee 6 answered with ‘’yes. I had a training for three weeks on how to use the system, basic accounting stuff and I had sessions with senior accountants to explain different procedures and protocols.’’ They think the training was very beneficial and helped them a lot. 
Employee 7, Employee 8 ,Employee 9 and employee 10 all answered with ‘’ Yes. We had training program for four weeks when we first joined. It was on how to use the system, company’s targets, goals and objectives. In addition to complaints processes.’’ They listened to different calls and evaluated the agents according to the level of service. They also sat with different managers in different departments and learned about different processes.   
Training effectiveness 
Employee 1 & Employee 2: They found the training program was very beneficial as it helped them adapt to the company’s pace. The session with senior Quality Assurance Specialist provided practical guidance on quality procedures, company-specific software, and safety protocols which resulted in increase in their confidence. Employee 3: The training helped them understand technical aspects of production management, including quality control and safety measures. The online modules aided in learning company values and policies. However, they felt more focus on team management and leadership skills could have been included. Employee 4 & Employee 5: As managers, they found the detailed leadership training program beneficial for learning performance evaluation, conflict resolution, and team management. The mentoring sessions with senior leadership helped them adapt to the company culture. Employee 6: The training program was very helpful in understanding the system and basic accounting procedures. Sessions with senior accountants provided insights into company protocols and processes. Employee 7, Employee 8, Employee 9, and Employee 10: They found the four-week training useful for learning how to use the company’s systems, understanding goals and objectives, and handling complaints processes. Observing calls and working with managers from different departments broadened their understanding of company operations.
Additions or changes in the training program 
[bookmark: _u21txb9q18io][bookmark: _Toc184229107][bookmark: _Toc184279017]Employee 1 and Employee 2 suggested more sessions with the Quality Assurance Senior and more practical demonstrations into the training program related to drug development. Employee 3 felt the program should include a stronger focus on team management and leadership skills alongside the technical aspects. Employees 4 and 5, both satisfied with the leadership training, suggested no particular changes. Employee 6 suggested adding more advanced accounting techniques to deepen their understanding of complex processes but expressed overall satisfaction with the program. Employees 7, 8, 9, and 10 did not suggest any changes. indicating they found the training comprehensive and helpful. 
Summary 
The chapter offers the results of a qualitative study and focuses on the results of interviews with the employees and managers of pharmaceutical organisations to understand how training contributes to enhancing the performance of an organisation. Previous training programs improved skills, productivity, adherence to rules and regulations, and morale improving job performance and turnover rates. It was recommended that training include skills and behavior-based demonstrations, cross-functional cooperation, and case-solving. The focus is on the fact that when the programs are developed according to the organization's needs. 
[bookmark: _Toc184279018]Chapter 5: Discussion 
Importance of Training in the Improvement of Productivity and Efficiency 
According to the response from the employees and the managers upon being asked if they received any training when they joined, the findings highlight that training was relevant to their positions. They reported that they felt well-prepared for the job and felt more confident in their roles. This indicated that training was effective in helping employees gain the skills and knowledge necessary to perform their job. Their experiences highlight how the training is directly proportional to how such comprehensive training programs equip the employees with the requisite skills and knowledge befitting the performance of their particular roles and reflecting the overall performance of the organisation. As for Employees 1 & 2, the training program was very helpful in helping them adjust to the pace of the company. Their confidence was boosted after attending a session with a senior Quality Assurance Specialist who provided practical guidance on quality procedures, company-specific software, and safety protocols. This resulted in increased productivity and confidence. The employees felt more motivated and appreciated by the company. Therefore, the training was successful. 
This intensive training clearly demonstrates how targeted as well as hands-on training can effectively add to a new employee's ability to function in his role from the start. As for Employee 3, the training gave them a better understanding of technical and management aspects of production. The online modules provided a better understanding of company values and policies as well. This resulted in improve in their ability to work with others and increase in productivity and efficiency. They also gained confidence in their decision-making abilities. Although technical training provided Employee 3 with an understanding of how production works and safety precautions, an emphasis on team management and leadership skills would have been more beneficial, as Employee 3 said. However, after their training, they could operate machinery safely and efficiently within the company's operational framework while adhering to quality standards. Such a foundation is vital because it guarantees the highest productivity possible and the least downtime caused by mishandling of equipment or quality issues.
The detailed leadership training program helped Employees 4&5 learn how to assess performance, handle conflicts and manage projects. Mentoring sessions with senior leadership helped them adjust to the company’s culture. This resulted in a better communication and collaboration between the team. They were also able to gain better understanding of their roles and the organization goals. This improved overall performance of the team. As for Employee 6, the training program was beneficial for understanding the accounting system and basic accounting procedures. This resulted in a decrease in errors and increased accuracy in financial reporting. This, in turn, improved the company's overall efficiency and profitability. Although sessions with senior accountants provided insights into company protocols and processes, they suggested adding more advanced accounting techniques to enhance their understanding of complex processes, but expressed overall satisfaction with the program as a whole. During the four-week training, Employees 7,8,9,10, learned how to use the company's systems, understanding goals and objectives, and handling complaints processes. By observing calls and interacting with managers from various departments, they were able to gain a deeper understanding of company operations resulting in better customer service, improved problem-solving capabilities, and a better understanding of the company's policies and procedures.
Importance of Upskilling Employees
The interview successfully sheds light on the extent to which individual performance and co-related organizational productivity gain from upskilling. Respondents of the interview explained how the training experience, in their case, made them perform better at their jobs and generally enhanced organisational success. This discussion lies under the theme of upskilling employees, helping them improve, thus carrying implications for the company. Employee 1&2 both think their confidence has increased after training. Their work is now being done as per the industrial guidelines because they have the scope to understand the rules and quality constraints, with improved efficiency, decreased errors and improved product quality. The training enhanced relationships with co-workers, too, for team productivity. This is the case in point which specifies that specialized training not only provides an employee with knowledge that is technical in content but also imparts a sense of working together to improve productivity.
Employee 3 training was on understanding how production works and what are they safety precautions needed. These skills increases productivity & efficiency since time wastage is reduced in a production process. Besides that, Employee3 mentioned that training about solving problems is much faster, and it is worth noting that this makes the person even more efficient. Based on a study by Febrian et al, (2023) employee training imparted with safety built a much safer working place where there are fewer accidents and interruptions, showing that technical training and safety training can result in performance improvements in operations. However, Employee 1 and Employee 2 suggested that training could be improved by adding more practical demonstrations and highlighted some important issues like changes in the industry or any legislation due to new developments, new trends, or drugs in the pharmaceutical industry. Employees 4 & 5 experience brings forth the idea that upskilling in specific knowledge concerning the industry impacts business performance as well as operational excellence directly. They think that training in leadership and strategic planning has a remarkable impact. While the major part of the training was in managing performance, planning, and setting objectives, these skills are very important in improving the productivity and efficiency of a team. It directly infused the culture of keeping connected with productivity-improving activities. According to a study by Kassem et al (2019), this is how leadership training can fill the capacity for a manager to make his team deliver high performance and develop a culture of continual improvement in the team.
The concurrent interviews went together to show that upskilling employees in directed training benefits individual performance within jobs as well as breeds the same for organizational success. From Employee 3, knowledge gained in enhancing production and safety measures was very beneficial, which has been proven that such training are crucial to enhance productivity (Martin, V.,2006). 
Impact of training and development program towards psychology and motivation of the human resources
The research has been focused towards discussing the role of training and development programs towards the organisational performance of the pharmaceutical industry. The interview for the qualitative findings focuses on availing opinion of the interview participants towards the influence of the training and development program towards motivation and psychological condition of the human resources within working sector of an enterprise. As per the interview results, it can be said that effective and ethical training initiatives taken up by business companies mostly support enhancing the motivation and skills of human resources within the workplace. It provides key assistance towards improving the mental engagement of the employees with the organisation and allotted operational tasks in the workplace. Similarly, the literature review has also shown training sessions make an optimistic impact towards psychological well-being, employee engagement, and employee motivation in recent days' working sectors. In literature, the statement of (MacLeod, D. et al 2009)  portrays that the work engagement of human resources provides key support towards the motivation and behaviour of the employees within an enterprise. Similarly, enhanced work engagement through conducting training sessions supports fostering the psychological well-being of the human resources within a firm (Shelton,2023). In addition, higher work engagement and work satisfaction mostly support the increased psychological commitment of human resources towards meeting organisation goals and improving the success of the company in the competitive environment (Mcloed et al 2009). The qualitative data of the interview also portrays that training session helps to increase motivation and psychological connection of the employees to continue being part of the enterprise. It signifies the positive impact of the employee training towards enhancing psychological commitment, work motivation and operational success of a firm in recent days’ competitive environment.
Pharmaceutical companies in recent days’ market need to make an optimistic effort towards enhancing efforts towards employee training to increase organisational performance and employee motivation within working sector. As per the qualitative findings through the interview an optimistic effort towards enhancing the level of confidence among human resources as well as helping to foster willingness to stay within the enterprise. It showcases the positive impact of training and development initiatives to foster motivation, confluence and psychological well-being of the people within the workplace. The literature review within this research has partially proven that conducting training and development courses helps business leaders to improve engagement, motivation and psychological attachment of the human resources towards the organisation. People who attend training programs feel significantly attached and engaged within the company which helps to ensure a higher employee retention rate in the working periphery. Therefore, business companies belonging to the pharmaceutical industry can able to enhance the overall skills, motivation, psychological growth, commitment and satisfaction of the human resources within workplace. It showcases the highly positive impact of the training and development program within the workplace for enhancing employee motivation as well as the psychological attachment of the human resources within the working sector of the pharmaceutical industry. 
Influence of training and development program towards employee retention rate
An optimistic effort taken by the business companies towards providing training towards human resources makes a positive impact towards the work engagement, employee satisfaction, attachment, and motivation of the employee within the workplace (Martin, V.,2006). 
 According to the (CIPD,2019), enhanced satisfaction, motivation and psychological attachment of the human resources towards the firm provides key support towards the business firm in reducing employee turnover as well as fostering employee retention rate in the workplace. In the literature, a review of the research showcases partially the influence of the training and development program within the workplace and offers key assistance towards enhancing the employee retention rate of an organisation in recent days' competitive environment. Furthermore, the qualitative analysis through primary interviews within the research portrays that effective training and development programs within the workplace foster the overall motivation of the employee and help to enhance the employee retention rate within the workplace. In the literature review portion, (Armstrong,M. et al 2014), suggests that employee training sessions mostly assist in improving organisational culture and help to enhance employee retention rate of the company in recent days working sphere. Therefore, pharmaceutical industry can improve culture and attachment of human resources through conducting training and development sessions within the workplace(Armstrong,M. et al 2014). It elaborates that training and development programs in modern-day workplaces provide key support towards fostering employee retention rates. The result of the interview showcases that the opportunities to attend skill development training increase the intention of the human resources to stay within the enterprise. It enhances overall employee retention rate of the company in recent days’ competitive environment.
The literature review of the research portrays that learning opportunities offered by training and development sessions help to increase engagement and motivation of the human resources within the enterprise which helps to increase the employee retention rate of the firm in the workplace. As stated by Zamiri and Esmaeili (2024), investment in training and development programs mostly helps enhance the interest of the human resources within a company and helps to attract talented employees within the firm. In addition, improving talent management through conducting training sessions mostly helps business firms achieve a high employee retention rate in the working sphere(Boddy,2017). Therefore, pharmaceutical organisations in recent days’ market can ensure superior employee retention rate through ensuring effective talent management within the firm. The opinion of the interview participants in the research also portrays a similar outcome as like literature review. As mentioned in the qualitative analysis conducting interviews and conducting effective employee training helps an organisation to show that the company has been relying on the person that helps to improve the attachment of the human resources towards the firm. In addition, an optimistic step towards providing training sessions towards human resources provides key assistance towards ensuring effective recognition of the employees and represents the value of the employees within the work sector. It mostly supports enhancing employee retention rates within the organisation. Therefore, pharmaceutical companies can able to foster employee retention rates in recent days market by conducting effective training and development sessions withinthe workplace.
[bookmark: _Toc184279019]Chapter 6: Conclusion and recommendation 
5.1 Conclusion 
This study has focused on the importance of training and development in maximising the performance of an organisation, particularly in the field of pharmaceuticals. It  highlights the significance of training and development in ensuring that an organisation is successful since it enhances skills among employees, bolsters retention rates, and ultimately enriches involvement. According to the literature, T&D programs are profitable to organisations that return increased productivity, employee satisfaction and competitive advantage. Companies today mainly concentrate on tailor-made training initiatives for particular needs. This research emphasises the importance of aligning the training and development with the organisational goals for optimum accomplishment of performance results using the theoretical and conceptual frameworks presented. It has also outlined the other picots existing in the literature especially concerning the direct relationship between T&D programs and organisational profitability in the pharmaceutical industry. Lastly, it demonstrates that a good training and development mechanism is imperative to employee capability enhancement, heightened loyalty and continuous development of the organisation in the ever-changing industry. Findings from this research form a basis for pharmaceutical optimisations for better performance from their T&D strategies.
5.2 Linking with the Objectives 
The research objectives thus squarely coincide with the research questions being instruments for achieving a well-rounded understanding of the importance of Training and Development in the pharmaceutical industry. The objectives investigate training and development in organisations in terms of how such interventions enable employees to develop skills, and knowledge and enhance overall performance. The research objectives emphasise how T&D practices are specific to the pharmaceutical sector's needs ensure regulatory compliance and drive innovation through their applications. This study examines how training and career development opportunities yield higher job satisfaction and lower turnover which is an important consideration in retaining skilled labour, particularly in a pharmaceutical environment that is increasingly competitive. The objectives thus stress the need to align T&D programs to employee career aspirations for greater long-term retention. The study aims to understand the outcome of training programs that will motivate employees, enhance job satisfaction, and influence a positive organisational culture. Since it is known that engagement is related to training and development initiatives, it is highly likely that a trained workforce to follow the appropriate retention strategies. Finally, the objective will consider the extent to which T&D strategies can improve an organisation's productivity and examine where targeted training helps improve operating efficiency, overall productivity and success within an organisation. Lastly, all these goals end toward the broader impacts of T&D on performance illustrating how clever training programs can benefit employee development and organisational growth within the pharmaceutical industry.

5.3 Recommendations 
Custom Training Experiences for Industry-Specific Needs
Pharma companies need to conduct customized training programs that take into account the laws of the regulated industry sector, including compliance with industry regulations, technological advancements, and drug knowledge. A company must also devote more time to training its employees and develop tailored programs to stay abreast of the latest trends and innovations in pharmaceutical research, development, and manufacturing if it is to achieve a competitive advantage and run the organization more efficiently.

Combine Career Development with Training to Foster Retention 
According to (Younas and Bari, 2020), Career opportunities should be seen to go together with training and development efforts in the pharmaceutical industry. Among the many ways of minimizing employee turnover include making an employee's growth clear and encouraging internal mobility. Structured training programs aligned with employee career aspirations almost automatically improve job satisfaction and decrease turnover rates which are vital for an industry that competes for the most talented workforce. This will produce a valued and invested workforce leading to greater long-term organisational success.



Improve Employee Engagement through Lifelong Learning
An environment conducive to building a motivated and committed workforce around continuous learning and notifying is an organisation where practice remains continuous learning among working staff (Barends,E. et al 2023). This is where T&D should continuously carry on its business like formal training, mentorship programs and peer learning opportunities. According to (Barends,E. et al 2023), Such opportunities increase employees' purposes and engagements at their workstations by being able to learn new skills and further broaden their knowledge for the sake of contributing to decision-making processes.

Assess the Effectiveness of T&D Programs
The influence forced by training and development programs has to be measured over the employees' performance and organisation efficiency. Thus, organisations have to develop a system to assess training effectiveness through employee feedback assessment of job performance and productivity metrics. (CIPD,2023a) suggests that regular evaluation ensures that T&D programs are relevant and in line with organisational objectives and companies can improve ROIs from their employees' development by identifying those areas that can be improved in training strategies.

Cultivate an Atmosphere of Continuous Improvement
Training and development are occasions for continuous improvement rather than something that takes place once in a while. According to (CIPD,2018), This culture is very critical because it enables the employee to still have their spirit involved in personal and professional development. An ongoing framework in pharmaceutical firms for this could include continuing education, program certification and development of competencies (Tudi et al., 2021). Such initiatives will therefore complement and support the various leadership development programs designed to develop future leaders who would be able to adapt to the industry's changing needs for capable leaders, thereby keeping the organisation well-equipped with a pipeline of leaders to propel it moving forward.



5.4 Future Implications 
When implemented in the right manner, training and development in the pharmaceutical sector will have a major long-lasting effect because such practice will remain continually shaping organisational performance as well as success. There will come a time when T&D will sustain its pace because it provides the employees with the required skills and knowledge to adjust or accommodate new technologies and regulatory changes alongside the market demands. Another continuous advancement of pharmaceutical discovery and innovation means that continuous education and skill development are necessary for people to cope with a constantly changing environment. Although the emphasis on employee retention and involvement is often in the present, T&D programs of the future must necessarily be personalised and congruent with the individual career goals to contribute to satisfaction and equity concerning jobs. Organisations having a clear investment in recognized targeted T&D will show a higher incidence of productivity increases, improvement in compliance, and much more adaptive workers. Digital learning platforms coupled with AI-based training methods will be the future avenues that will alter the face of how organisations offer training.
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Interview with Two Quality Assurance Specialists

(Employees 1 & 2)

[Call begins]



Interviewer:

Hi guys sorry for being late I had internet issues but I think its all fine now can you hear me okay 



Quality Assurance Specialist 1:

yeah I can hear you fine



Quality Assurance Specialist 2:

same here thanks for having us



Interviewer:

great so um before we get started how’s your day been so far



Quality Assurance Specialist 1:

uh pretty good actually it’s been a productive day um I’m actually finishing now hoping this wont take too long haha 



Interviewer:

Oh that’s amazing no I promise wont take too long hee um so um just to give you a quick idea this is part of my MBA thesis where I’m studying how training and development contribute to organizational success your thoughts and experiences are going to be super helpful for my research oh and just so you know everything we talk about will only be used for academic purposes your responses will stay anonymous and your data will be securely stored is that okay with you both



Quality Assurance Specialist 1:

yeah that’s totally fine



Quality Assurance Specialist 2:

uh yeah no problem



Interviewer:

awesome okay let’s get started so umm how long have you been working in this company and what’s your role



Quality Assurance Specialist 1:

um so I’ve been here for about three years now um my role focuses mainly on uh making sure all our processes meet safety and quality standards



Quality Assurance Specialist 2:

yeah same here I joined just over two years ago and uh my work is also around quality procedures and ensuring compliance with safety protocols



Interviewer:

okay so both of you have a couple of years of experience in quality assurance that’s great umm so have you participated in any umm training programs when you first joined and can you tell me more about them



Quality Assurance Specialist 1:

yeah we had a training program when we joined it was uh about two weeks long and it covered a lot of things like company-specific software safety protocols and the quality procedures we need to follow



Quality Assurance Specialist 2:

yeah and um we also had sessions with a senior quality assurance specialist they kind of walked us through different tasks and scenarios which was really helpful



Interviewer:

sounds like a hands-on approach that’s great how do you think the training has helped you do your job better and do you think it’s made a difference to the company too



Quality Assurance Specialist 1:

uh for me it made a big difference like those sessions with the senior specialist gave me a lot of confidence to handle tasks right from the start um I think it’s definitely helped the company too because it got us up to speed pretty quickly



Quality Assurance Specialist 2:

yeah I’d agree it helped us adapt to the company’s pace a lot faster I remember feeling a bit overwhelmed at first but uh the training really gave us the tools we needed to keep up



Interviewer: 

Good hm has the training influenced how you feel about staying with the company can you share an example where it made a difference



Quality Assurance Specialist 1:

yeah um the training definitely made me feel more confident about my role like uh knowing the procedures and software inside out helped me avoid mistakes early on and that made me feel valued here



Quality Assurance Specialist 2:

same for me uh there was one task involving safety standards that I thought would be really tricky but um because of the practical guidance we got during training it was way more manageable



Interviewer:

That’s amazing okay umm so after going through a training session do you feel more motivated or confident at work can you think of a time when this happened



Quality Assurance Specialist 1:

yeah definitely like uh after the session on safety protocols I felt a lot more confident in identifying potential issues I remember applying that knowledge right away during an audit and it really paid off



Quality Assurance Specialist 2:

uh for me it was when we learned the company-specific software like I wasn’t sure I’d get the hang of it at first but the training broke it down really well and uh that boosted my confidence haha 



Interviewer:

 Haha that’s great to hear. So If you could change or add something to the training programs to make them more helpful for you or your team what would it be



Quality Assurance Specialist 1:

Umm nothing really to be fair umm yeah um I think it’d be great to have more sessions with the senior quality assurance specialist like their practical tips were so useful and uh yeah more of that would really help



Quality Assurance Specialist 2:

yeah  yeah I agree with that and um maybe they could include some practical demonstrations about drug development or uh recent trends in the pharma industry that’d be really interesting 



Interviewer:

Oh I see okay that’s great well um thank you both so much for sharing your insights this has been super helpful I’ll let you know once my research is complete if you’d like to see the findings



Quality Assurance Specialist 1:

yeah that’d be great thanks for including us



Quality Assurance Specialist 2:

same here good luck with your research



Interviewer:

thank you have a great day



[Call ends]
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Interview with Two Customer Service Managers (EMPLOYEES 4 &5)

[Call begins]



Interviewer:

"Hi [Name 1] and [Name 2], thank you both for joining me today. Can you hear me okay"



Customer Service Manager 1: "Yes, I can. Thanks for inviting us"

Customer Service Manager 2: "Yes, all good here."



Interviewer: "Great to hear! How are you both doing today"



Customer Service Manager 1:"Pretty good, thanks. Busy as usual, but it’s been a productive day."

Customer Service Manager 2: "Same here. It’s been a good day so far, thanks."

Interviewer: "That’s wonderful to hear. As I mentioned earlier, this interview is part of my MBA thesis, where I’m studying the role of training and development in organizational success. I truly appreciate you both taking the time to share your experiences. Your input will be invaluable for my research."

Interviewer: “Before we start, I’d like to confirm that your responses will be used solely for academic purposes. I’ll store your data securely, and your names will remain anonymous in my final report. Are you both okay with that"



Customer Service Manager 1:"Yes, that’s fine with me."

Customer Service Manager 2:"Yes, absolutely."

Interviewer: “Great Let’s dive in to start, could you each tell me a little about your time here How long have you been with the company, and what does your role involve"



Customer Service Manager 1:"I’ve been with the company for a little over 10 years now My role mainly involves managing a team of customer service representatives umm overseeing their performance hmm resolving any conflicts and ensuring mm productivity targets are met "

Customer Service Manager 2:

"Same here I’ve been with the company for hmmm let me think about 12 years roughly ha ha long time umm My focus is also on team productivity uhmm performance reviews hmm what else umm yeah guiding the team through any challenges that arise  It’s been a rewarding journey so far haha"



Interviewer:

"Wow over a decade of experience for both of you that’s incredible haha so um When you first joined the company did you participate in any training programs If so could you describe what they focused on "

Customer Service Manager 1: "Yes I participated in a detailed leadership training program when I was promoted to this role umm It covered areas like performance evaluation ahh conflict resolution and team management which I found very helpful"

Customer Service Manager 2: "Same here I found the mentoring sessions with senior leadership particularly useful umm Those sessions gave me a lot of  mm insight into the company culture and how to approach management within this organization"

Interviewer: “ umm How do you feel the training has helped you in your role? And do you think it’s made a difference to the organization as a whole"

Customer Service Manager 1: "It’s definitely helped me. Hmm The conflict resolution techniques we learned for example have been really practical for managing team dynamics umm I also think it’s contributed to the company by improving overall team efficiency."

Customer Service Manager 2: "I agree. For me the performance evaluation tools we learned have been um invaluable They’ve helped me provide mm constructive feedback to my team which has in turn hmm improved their productivity and morale. I think it’s made a big difference for the company as a whole."

Interviewer: "umm Do you think the training programs have influenced your decision to stay with the company? Could you share an example where it made a personal or professional impact"

Customer Service Manager 1: "Yes the training has definitely influenced my decision to stay. Umm I think the leadership mentoring sessions stand out they gave me a sense of belonging and confidence in my ability to grow within the company. That level of investment from the company really means a lot."

Customer Service Manager 2: "Same here. I remember after one of the leadership workshops, I was able to handle a challenging conflict between team members more effectively than I would have before. Umm That experience reinforced my confidence in the hmm support and development I’ve received here, which has kept me motivated to stay."

interviewer:

"Do you feel more motivated or confident after completing a training session? Could you recall a specific instance when this happened?"

Customer Service Manager 1: "Absolutely. Hmm let me think of an example hmm yes After a session on performance evaluations I implemented a new feedback system for my team. It worked so well that I remember ummm I saw a noticeable boost in team morale and productivity. It gave me confidence in my ability to make changes that benefit everyone."



Customer Service Manager 2: "I agree I remember um I felt a big boost after a workshop on leadership communication. Applying those skills to a team meeting I was able to address concerns in a way that encouraged open dialogue I think um That kind of motivation and confidence really carries over into daily work."

Interviewer: "that’s amazing isn’t it I’m really impressed haha. So umm If you could suggest any improvements or additions to the training programs what would you recommend to make them more effective?"

Customer Service Manager 1:"ahhh well honestly I think the training has been comprehensive enough yeah umm  I don’t see any major gaps umm everything we’ve learned has been directly applicable to our roles. Isn’t it [Name of Manager 2]"



Customer Service Manager 2: "yeah I agree I feel the same way umm there’s not much I’d change the leadership training and mentoring sessions have been umm well structured and very helpful for us."

Interviewer: “ amazing ahh that wraps up my questions. Thank you both so much for sharing your thoughts it’s been umm incredibly insightful. I’ll let you know when my research is complete if you’d like to see the findings."



Customer Service Manager 1: "Thank you  and good luck with your research"

Customer Service Manager 2: "Yes thanks for involving us"



Interviewer:

"Thanks again, and have a great day"



[Call ends]















Interview with Four Sales Executives

[Call begins]



Interviewer:

"Hi everyone, thank you all for joining me today. Can you hear me okay?"



Sales Executive 1: "Yes, I can!"

Sales Executive 2: "Same here."

Sales Executive 3: "All good on my end."

Sales Executive 4: "Yes, loud and clear!"



Interviewer:

"Great! Before we begin, how’s everyone doing today?"



Sales Executives (various): "[Responds.]"



Interviewer:

"Good to hear! I’ll quickly introduce myself again. This interview is part of my MBA thesis, where I’m exploring how training and development contribute to organizational success. I’m really looking forward to hearing your perspectives—it’ll be a huge help to my research."



Interviewer:

"Before we start, I want to confirm that your responses will only be used for academic purposes. Your data will be stored securely, and your names will remain anonymous in the final report. Does everyone agree with that?"



Sales Executives (various): "Yes, that’s fine."



Interviewer:

"Perfect, thank you! Let’s get started."



1. How long have you been working in this company, and what’s your role?

"To begin, could each of you share how long you’ve been with the company and what your role involves?"



Sales Executive 1: "[Responds.]"

Sales Executive 2: "[Responds.]"

Sales Executive 3: "[Responds.]"

Sales Executive 4: "[Responds.]"



2. Have you participated in any training programs when you first joined? If yes, can you tell me more about them?

"Did you go through any training programs when you joined the company? If so, could you describe them?"



Sales Executive 1: "[Responds.]"

Sales Executive 2: "[Responds.]"

Sales Executive 3: "[Responds.]"

Sales Executive 4: "[Responds.]"



3. How do you think the training you’ve had has helped you do your job better? Do you think it’s made a difference to the company too?

"How do you feel the training has helped you in your role? And do you think it’s had an impact on the company’s success as well?"



Sales Executive 1: "[Responds.]"

Sales Executive 2: "[Responds.]"

Sales Executive 3: "[Responds.]"

Sales Executive 4: "[Responds.]"



4. Has the training you received influenced how you feel about staying with the company? Can you share an example where it made a difference for you?

"Do you think the training programs have influenced your decision to stay with the company? Could you share an example where the training made an impact on you personally?"



Sales Executive 1: "[Responds.]"

Sales Executive 2: "[Responds.]"

Sales Executive 3: "[Responds.]"

Sales Executive 4: "[Responds.]"



5. After going through a training session, do you feel more motivated or confident at work? Can you think of a time when this happened?

"After completing a training session, do you feel more motivated or confident? Can anyone recall a specific time when this happened?"



Sales Executives (various): "[Responds.]"



6. If you could change or add something to the training programs to make them more helpful for you or your team, what would it be?

"If you could recommend improvements to the company’s training programs, what would you suggest?"



Sales Executives (various): "[Responds.]"



Interviewer:

"Thank you all so much for your input—it’s been really helpful to hear your perspectives. I’ll follow up with a summary of my findings when my thesis is complete if you’re interested."



Sales Executives (various): "Thank you!" / "Good luck with your research!"



Interviewer:

"Thanks again, and have a great day!"



[Call ends]



This approach captures the dynamics of group interviews while maintaining professionalism and clarity. Let me know if you'd like to refine it further!
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Interview with Four Sales Executives 

(Employees 7,8,9, and 10)

[Call begins]



Interviewer: 

hi everyone thank you so much for joining me today can you all hear me okay

Sales Executive 1:

yeah yeah I can hear you fine

Sales Executive 2:

um yep all good on my end

Sales Executive 3:

yeah I can hear you too

Sales Executive 4:

same here loud and clear



Interviewer:

great so um before we dive in how’s everyone doing today



Sales Executive 1 :

ah not too bad it’s been a bit of a busy day but uh yeah good overall hah aim a bit tired but yea haha not too bad



Sales Executive 2:

same here uh it’s been pretty steady nothing too crazy



Sales Executive 3:

yeah um pretty normal day for me so far almost finish



Sales Executive 4:

uh yeah it’s been alright thanks for asking



Interviewer:

that’s good to hear so um just to give you all a quick overview this interview is part of my MBA thesis I’m looking at how training and development help companies like yours achieve success your input today is going to be super helpful for that and um yeah I really appreciate you taking the time so before we get started I just want to let you know that your responses are going to be used for research purposes only uh everything will be kept anonymous and uh yeah your data will be stored securely is everyone okay with that



Sales Executives 1: yeah that’s fine  

Sales executive 3 : yep sounds good

Sales executive 2: no worries yeah 

Sales executive 4  : no problem 



Interviewer:

awesome  thanks guys okay so um let’s get started How long have you been working in this company and what’s your role



Sales Executive 1 :

um yeah so I’ve been with the company for uh seven years now I’m one of the senior sales executives I handle some of the bigger accounts and uh yeah just help with overall team performance too



Sales Executive 2:

uh I’ve been here for about three years um I mainly focus on uh smaller accounts and uh day-to-day client calls



Sales Executive 3:

yeah uh same here I’ve been with the company for just over two years so uh still learning but uh yeah it’s been good so far



Sales Executive 4:

uh I’m in the same boat as [Sales Executive 3] been here two years uh mostly working on you know new client onboarding and handling uh regular client queries





Interviewer:

got it so we’ve got a mix of experience here that’s really interesting haha so hmm Have you participated in any training programs when you first joined and uh can you tell me a bit about them



Sales Executive 1:

yeah so um when I first joined there was a uh four-week training program we went through it covered a lot of things like how to use the systems and uh you know understanding the company’s goals and objectives



Sales Executive 2:

yeah I remember that it was pretty intense uh they also taught us about uh handling complaints and like the process for that



Sales Executive 3:

um yeah and we got to listen to calls too that was really helpful like seeing how the experienced agents handled stuff



Sales Executive 4:

oh yeah and they also had us sit with managers from different departments which uh gave us a better idea of how everything fits together



Interviewer:

sounds like a pretty comprehensive program hm  How do you think the training has helped you do your job better and do you think it’s made a difference to the company too



Sales Executive 1:

um for me it was definitely useful like uh it gave me a solid understanding of the systems and how to approach clients I think it’s helped the company too because um when everyone’s on the same page it just works smoother



Sales Executive 2:

yeah I’d say the same uh especially the part on complaints like uh knowing the process made it easier to handle tough situations



Sales Executive 3:

uh yeah totally I mean when I joined I had no idea about the systems so that training really uh gave me a head start



Sales Executive 4:

same here uh it also helped me understand like the bigger picture of how different departments work together



Interviewer: amazing hmm Has the training influenced how you feel about staying with the company can you share an example where it made a difference



Sales Executive 1:

uh yeah definitely like um I think the way the training was structured it made me feel like the company cared about us you know like they wanted us to succeed um there was this one time early on when I handled a big client complaint and uh knowing the process really helped me feel confident



Sales Executive 2:

yeah I’d say it’s made a difference for me too uh when I first started I didn’t know much but uh after the training I felt like okay I can actually do this and uh that’s kept me motivated to stay



Sales Executive 3:

um yeah I had a similar experience it was just nice to have that foundation so I wasn’t like uh struggling to figure things out



Sales Executive 4:

yeah I’d agree with that the training really made me feel like I belonged here like uh they invested in us right from the start



Interviewer:

Alrigh hmm after going through a training session do you feel more motivated or confident at work can you think of a time when this happened





Sales Executive 1:

uh yeah for sure like um there was this one session where we practiced handling difficult calls and uh after that I felt way more confident when those situations came up



Sales Executive 2:

same here uh I think one of the feedback sessions really stood out for me like hearing what I did well and where to improve made me feel motivated to do better



Sales Executive 3:

um yeah I’d say the calls we observed were a big confidence booster like uh seeing how the pros do it really helped



Sales Executive 4:

yeah for me it was uh the sessions with managers like understanding their perspective gave me more confidence in my role



Interviewer:

Great so hmm so after going through a oh sorry I asked that question wait hmm yeah sorry so  If you could change or add something to the training programs to make them more helpful for you or your team what would it be



Sales Executive 1 (Senior):

uh honestly I think the training covered everything pretty well I can’t think of anything major to add



Sales Executive 2:

yeah same here um I felt like it was really thorough



Sales Executive 3:

uh yeah I don’t think I’d change anything it was pretty helpful overall



Sales Executive 4:

yeah same for me I think it was uh just right



Interviewer:

thank you all so much for your time guys truly appreciate it haha  this has been really helpful I’ll let you know when my research is complete if you’d like to see the findings



Sales Executives 4:

sounds great 

sales executive 2 :

 good luck with your research 

sales executive 1: 

no problem yeah good luck

sales executive 3: 

good luck



Interviewer:

thanks again everyone have a great day



[Call ends]
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ETHICS FORM – IMH LEVELS 4 TO 6 & TAUGHT MASTERS 7 STUDENTS ONLY



APPLICATION FOR ETHICAL APPROVAL



In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. 



The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.



The individual undertaking the research activity is known as the “principal researcher”.



This form must be completed and approved prior to undertaking any research activity. 



SECTION A: About You (Principal Researcher)

		1

		Full Name:

		Mona Haydar Mohamad Hussien 



		2

		Student Number:

		

2211516



		3

		Email address:

		2211516@student.uwtsd.ac.uk



		4

		Programme of Study:

		Master of Business Administration (MBA)



		5

		Supervisor:

		Helen Lee







SECTION B:  Internal and External Ethical Guidance Materials

		

		Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific dodes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.



		1

		UWTSD Research Ethics & Integrity Code of Practice

		☒

		2

		UWTSD Research Data Management Policy

		☒







SECTION C: Details of Research Activity

		1

		Indicative title:

		The Role of Training and Development in achieving organisational performance in the pharmaceutical industry



		2

		Proposed start date:

		November 2024 

		Proposed end date:

		4th of December 2024



		

		Introduction to the Research (maximum 300 words in each section)

Ensure that you write for a Non-Specialist Audience when outlining your response to the three points below:

· Purpose of Research Activity

· Proposed Research Question

· Aims of Research Activity

· Objectives of Research Activity

Demonstrate, briefly, how Existing Research has informed the proposed activity and explain

· What the research activity will add to the body of knowledge 

· How it addresses an area of importance. 



		3

		Purpose of Research Activity



The purpose of this study is to identify the role of Training and Development in achieving organizational goals.   



(this box should expand as you type)



		4

		Research Question



· How can Training and Development contribute to the success of an organization?

· How to observe the effectiveness of Training and Development in improving retention rates? 

· What impact does Training and Development have on employee engagement?

· What are the best strategies for Training and Development to improve a company's productivity?



(this box should expand as you type)



		5

		Aims of Research Activity





The purpose of this study is to identify the role of Training and Development in achieving organizational goals.   



(this box should expand as you type)



		6

		Objectives of Research Activity



· To identify the role of Training and Development in achieving organisational success.

· To observe the effects of Training and development in retention.

· To imply the role of strategic human resources management in employee engagement.

· To recommend some Training and development strategies in attaining more success within any organisation.  





(this box should expand as you type)



		

		Proposed data collection methods (maximum 600 words)

Sampling technique will be used on four different employees in the pharmaceutical industry.





		7

		 Qualitative approach will be used to collect data in forms of in-depth interviews. Participants will be identified through researcher’s business connection. Will interview three to four different employees in the pharmaceutical industry. 



(this box should expand as you type)







SECTION D: Scope of Research Activity

		

		Will the research activity include:

		YES

		NO



		1

		Use of a questionnaire or similar research instrument?

		☐

		☒



		2

		Use of interviews?

		☒

		☐



		3

		Use of focus groups?

		☐

		☒



		4

		Use of participant diaries? 

		☐

		☒



		5

		Use of video or audio recording?

		☐

		☒



		6

		Use of computer-generated log files?

		☐

		☒



		7

		Participant observation with their knowledge?

		☒

		☐



		8

		Participant observation without their knowledge?

		☐

		☒



		9

		Access to personal or confidential information without the participants’ specific consent?

		☐

		☒



		10

		Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?

		☐

		☒



		11

		Performance of any acts which may cause embarrassment or affect self-esteem?

		☐

		☒



		12

		Investigation of participants involved in illegal activities?

		☐

		☒



		13

		Use of procedures that involve deception?

		☐

		☒



		14

		Administration of any substance, agent or placebo?

		☐

		☒



		15

		Working with live vertebrate animals?

		☐

		☒



		16

		Procedures that may have a negative impact on the environment?

		☐

		☒



		17

		Other primary data collection methods. Please indicate the type of data collection method(s) below.

		☐

		☒



		

		Details of any other primary data collection method:





Not applicable 

(this box should expand as you type)

		

		







If you have ticked NO to every question then the research activity is (ethically) low risk and you may skip section E and continue to section F.



If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 



SECTION E: Intended Participants

		

		Who are the intended participants:

		

YES

		

NO



		1

		Students or staff at the University?

		☐

		☒



		2

		Adults (over the age of 18 and competent to give consent)?

		☒

		☐



		3

		Vulnerable adults?

		☐

		☒



		4

		Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)

		☐

		☒



		5

		Prisoners?

		☐

		☒



		6

		Young offenders?

		☐

		☒



		7

		Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?

		☐

		☒



		8

		People engaged in illegal activities?

		☐

		☒



		9

		Others. Please indicate the participants below, and specifically any group who may be unable to give consent.



		☐

		☒



		

		Details of any other participant groups:

NOT APPLICABLE 

(this box should expand as you type)

		

		







		

		Participant numbers and source

Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 



		10

		How many participants are expected?



		10-12 employees expected in this research activity





(this box should expand as you type)



		11

		Who will the participants be?



		

Employees working in the pharmaceutical industry.

(this box should expand as you type)



		12

		How will you identify the participants

		Participant will be invited for interviews through researcher’s business network. A filtering question will be asked to qualify the participant.



(this box should expand as you type)









		

		Information for participants:

		

YES

		NO

		

N/A



		13

		Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?

		☒

		☐

		☐



		14

		Will you tell participants that their participation is voluntary?

		☒

		☐

		☐



		15

		Will you obtain written consent for participation?

		☒

		☐

		☐



		16

		Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?

		☐

		☐

		☒



		17

		If the research is observational, will you ask participants for their consent to being observed?

		☐

		☐

		☒



		18

		Will you tell participants that they may withdraw from the research at any time and for any reason?

		☒

		☐

		☐



		19

		With questionnaires, will you give participants the option of omitting questions they do not want to answer?

		☒

		☐

		☐



		20

		Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?

		☒

		☐

		☐



		21

		Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?

		☐

		☐

		☒



		22

		If NO to any of above questions, please give an explanation 



		

		You should be able to tick YES for all of these questions. If not, then explain why not in this box.



(this box should expand as you type)







		

		Information for participants:

		

YES

		NO

		

N/A



		24

		Will participants be paid?

		☐

		☒

		☐



		25

		Is specialist electrical or other equipment to be used with participants?

		☐

		☒

		☐



		26

		Are there any financial or other interests to the investigator or University arising from this study?

		☐

		☒

		☐



		27

		Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?

		☐

		☒

		☐



		28

		If YES to any question, please provide full details 



		

		You should be able to tick NO for most of these questions. For any cases that you have ticked YES then provide details in this box. If you are using cameras/voice recorders to record interviews then please state that in this box.



(this box should expand as you type)







SECTION F: Anticipated Risks



		

		
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them.  



		1

		Risks to participants

For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information. If you have identified in section D that there are no participants then enter N/A and go skip to question 3.



		

		Risk to participants:



Not Applicable 

(this box should expand as you type)

		How you will mitigate the risk to participants:







(this box should expand as you type)



		2

		If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities



		

		

Not Applicable 



(this box should expand as you type)



		3

		Risks to the investigator

For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest



		

		Risk to the investigator:



Not Applicable 





(this box should expand as you type)

		How you will mitigate the risk to the investigator:







(this box should expand as you type)



		4

		University/institutional risks

For example: adverse publicity, financial loss, data protection



		

		Risk to the University:



Not Applicable 





(this box should expand as you type)

		How you will mitigate the risk to the University:







(this box should expand as you type)



		5

		Environmental risks

For example: accidental spillage of pollutants, damage to local ecosystems



		

		Risk to the environment:



Not Applicable 



(this box should expand as you type)

		How you will mitigate the risk to environment:







(this box should expand as you type)







SECTION G: Feedback, Consent and Confidentiality



If you have identified in section D that there are no participants then enter skip this section and continue to section H.



		1

		Feedback

What de-briefing and feedback will be provided to participants, how will this be done and when? 



		

		You don’t need to email your participants with your final report. Good alternatives are (i) to set up an email address that they will be able to contact for further details or results and or (ii) set up a blogspot or social media page (not a personal social media page) that shares your main findings.

Not Applicable 

(this box should expand as you type)



		2

		Informed consent

Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.



		

		

Interviews will be conducted via teams. Verbal consent will be recorded at the beginning of the session. Participants consent will be obtained following an explanation of the purpose of the study and  their role in the study. participants can leave the interviews anytime. 


documentation of the consent will be saved as a transcript along with the full interview stored in the research file. 





		3

		Confidentiality / Anonymity

Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 



		

		Do not collect names unless you really need them. Do not name participants or organisations in any research publications (including the thesis) without their explicit permission.

Employees details will be completely anonymous and the data collected during the study will be used exclusively for research purposes as indicated. 

(this box should expand as you type)







SECTION H: Data Protection and Storage



		

		Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?

		YES

		NO



		1

		“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.

		☐

		x



		

		If YES, provide a description of the data and explain why this data needs to be collected:



		2

		This includes audio/video data of participants, but can also include IP addresses and usernames. Names, addresses and emails also count, as do consent forms.



(this box should expand as you type)



		

		Does it involve special category data (as defined by the GDPR)?

		YES

		NO



		3

		“Special category data” means sensitive personal data consisting of information as to the data subjects’ –

(a) racial or ethnic origin,

(b) political opinions,

(c ) religious beliefs or other beliefs of a similar nature,

(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),

(e) physical or mental health or condition,

(f) sexual life,

(g) genetics,

(h) biometric data (as used for ID purposes),

		

☐

		x



		

		If YES, provide a description of the special category data and explain why this data needs to be collected:



		4

		What counts as ‘sensitive’ will differ between cultures. Any information on behaviour that is not in accordance with cultural norms would count as sensitive personal data.







(this box should expand as you type)







		

		
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?

		YES

		NO



		5

		Manual files (i.e. in paper form)?

		☐

		☒



		6

		University computers?

		☐

		☒



		7

		Private company computers?

		☐

		☒



		8

		Home or other personal computers?

		☒

		☐



		9

		Laptop computers/ CDs/ Portable disk-drives/ memory sticks?

		☐

		☒



		10

		“Cloud” storage or websites?

		☐

		☒



		11

		Other – specify:



		☐

		☒



		12

		For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:



		

		If possible, save your data on computers that are secure and regularly backed up. Many cloud services only provide GDPR-compliant storage for business customers. An example of suitable text is given below.



All data will be kept in password protected cloud storage on the University Office 365 system which

will not be shared. Audio/visual data will be transcribed and would be shown to participants to

check accuracy of reporting. Any USB sticks used to store or transfer data will be password protected. All participants will be given a unique identifier to ensure confidentiality and this list will be kept securely in the password protected folder. 





(this box should expand as you type)







		

		Data Protection



		

		Will the research activity involve any of the following activities:

		YES

		NO



		13

		Electronic transfer of data in any form?

		☐

		☒



		14

		Sharing of data with others at the University outside of the immediate research team?

		☐

		☒



		15

		Sharing of data with other organisations?

		☐

		☒



		16

		Export of data outside the UK or importing of data from outside the UK?

		☐

		☒



		17

		Use of personal addresses, postcodes, faxes, emails or telephone numbers?

		☐

		☒



		18

		Publication of data that might allow identification of individuals?

		☐

		☒



		19

		If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and/or any international equivalent):



		

		This includes data such as drafts of your thesis as well as experimental or survey data. An example of suitable text is given below.





(this box should expand as you type)



		IF 20

		List all who will have access to the data generated by the research activity:



		

		Principal researcher 



(this box should expand as you type)



		21

		List who will have control of, and act as custodian(s) for, data generated by the research activity:



		

		principal researcher.



(this box should expand as you type)



		22

		Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. 



		

		All data will be encrypted and kept in password protected cloud storage on the University Office 365 system which will not be shared. Any USB sticks used to store or transfer data will be password protected, and will be reformatted at the end of the project in order to destroy the data. The data will be stored until the completion of the project and then deleted. 



(this box should expand as you type)



		22

		Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)

		☒



		23

		Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding

		☒









SECTION I: Declaration

		

		The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.



In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 



		1

		Signature of applicant:

		Mona Hussien 

		Date: 16/11/2024





		2

		Director of Studies/Supervisor:

		Helen Lee

		Date: 25/11/2024



		3

		Signature:

		Helen Lee



		











FOR INTERNAL USE ONLY:

		

		Ethical approval given 



		1

		Signature of assessor:

		

		Date:





		2

		Name:

		



		3

		Role:
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Interview questions.docx
Interview questions:

1- How long have you been working in this company? And what’s your role? 

2- Have you participated in any training programs when you first joined? If yes, can you tell me more about them?

3- how do you think the training you’ve had has helped you do your job better? Do you think its made a difference to the company too?

4- Has the training you received influenced how you feel about staying with the company? Can you share an example where it made a difference for you? 

5- After going through a training session, do you feel more motivated of confident at work? Can you think of a time when this happened? 

6- If you could change or add something to the training programs to make them more helpful for you or your team, what would it be? 
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FIGURE 8

Drug development: Current and planned investments in digital technologies

Respondents were asked to rank the most innovative technologies in which their function is
currently investing and plans to invest in the next five years.

W Current investment priorities W Investment priorities over the next 5 years

Cloud computing
80%

70%

Artificial intelligence
76%
80%

Wearables

Data lakes/hubs
loT

26%
30%

Blockchain

VR/AR
9%
11

Quantum computing

Digital twins

4%
4

Note: Percentages indicate options ranked among the top 3 by survey respondents.
Source: Deloitte’s Biopharma Digital Innovation Survey 2021.
Deloitte Insights | deloitte.com/insights




