MASTER OF BUSINESS ADMINISTRATION

LCMB7035 – DISSERTATION

Name- Akul Shailesh Panchal
Student number-2428878



DISSERTATION PROPOSAL



The Role of Employee Training and Development in Human Capital Management: A Critical Literature Review



















The goal of this 2500-word proposal is to combine theory and data regarding the critical role that employee training and development (T&D) plays in Human Capital Management (HCM). According to the background, staff are viewed as strategic assets by modern firms. The main issue is that, despite the general consensus regarding the advantages of training, the literature presents conflicting findings and gaps: numerous studies show that training improves performance and engagement, but they frequently do so in specific settings (such as hotels, banks, and manufacturing) and are not fully integrated into HCM frameworks. The objective is to critically examine current studies on the effects of T&D on human capital outcomes, such as organizational capability, performance, engagement, and retention. The goals are as follows: (1) identifying the major theories (Human Capital Theory, Resource-Based View, Social Exchange, Adult Learning) that underpin the role of training; (2) reviewing empirical findings on T&D effectiveness, ROI, and metrics; (3) highlighting themes (training types, digital learning, skills gaps) and gaps in the literature; (4) putting forth a theoretical framework that connects T&D to HCM; and (5) describing a qualitative literature review methodology. For instance, "How does employee training effect performance, engagement, and retention within HCM?" and "What gaps remain in understanding T&D's function in growing human capital" are examples of research questions. The importance lies in directing HR strategy: managers may better invest in people by understanding how focused training programs and their evaluation (e.g., through Kirkpatrick or ROI models) can improve workforce capacity.
Introduction
It is commonly acknowledged that employee training and development is a strategic investment in personnel capabilities. According to the Human Capital Theory (HCT), which was developed by Becker (1964, 1993) and Schultz (1961), employees' abilities, knowledge, and well-being are assets that increase production. For instance, Awu et al. (2025) point out that HCT emphasizes that expenditures in education and training result in increased organizational efficiency and profitability and changes the perspective of employees from cost centers to assets. In a similar vein, the Resource-Based View (RBV) contends that training produces unique, scarce, and valuable human capital that gives businesses a long-term competitive advantage. According to the RBV viewpoint, training is a strategic investment in social and human capital that develops routines and skills that rivals find difficult to copy. According to these theoretical frameworks, staff capabilities, alignment with corporate objectives, engagement, and long-term performance should all be improved through training and development (T&D).

Despite this justification, companies frequently underinvest in or assess training inadequately. It is challenging to connect training to results since many lack precise metrics or ROI measurements. For example, Ambu-Saidi et al. (2024) examine traditional assessment methods (Kirkpatrick's four levels, Phillips ROI) and advocate for hybrid approaches to fully reflect the impact of T&D. Empirical research typically reveals positive correlations. For example, Lukiyana and Frasasty (2025) show that job training considerably improves employee performance in Indonesian manufacturing, particularly when it is accompanied by a positive work environment. Igudia (2022) demonstrates that improved employee productivity and organizational performance are strongly correlated with several areas of training (design, delivery) in Nigerian manufacturing. Aslam and Ratnayake (2021) discovered that Sri Lankan hotel employees think T&D is essential to excellent organizational performance in the service sector. Additionally, training frequently increases employee retention and engagement. In the Bangladeshi hotel sector, Hosen et al. (2024) show that T&D promotes employees' organizational engagement, which in turn improves performance. In a similar vein, Akther and Tariq (2020) discover that good training lowers employee turnover and increases loyalty to the company.
However, research has limitations. Most studies are cross-sectional surveys, often in single countries or sectors. Few examine digital/remote training post-pandemic, or the specific skill gaps T&D addresses. Studies rarely integrate multiple outcomes or consider moderating factors (e.g., work environment, technology). Hosen et al. (2024) explicitly note a gap in Bangladesh’s hospitality literature on linking T&D, career development, commitment and performance. Globally, scholars call for a more nuanced understanding of how and when training translates into human capital gains. This proposal addresses these gaps by mapping themes across recent studies and theories.
Aim:  The research aims to critically review how employee training and development contribute to human capital management and organizational outcomes.
Objectives:  (1) Review theories (HCT, RBV, Social Exchange, Adult Learning) that explain T&D’s role in HCM. (2) Synthesize empirical evidence on T&D effectiveness: impacts on performance, skills, engagement, retention, and ROI. (3) Identify key themes (types of training, metrics, digital learning) and gaps in the literature. (4) Propose a conceptual framework linking T&D to HCM outcomes. (5) Outline a qualitative literature review methodology.
Research Questions: Examples include: How do training and development initiatives affect employee performance and productivity? How do factors like organizational support or digital delivery moderate training outcomes? What gaps remain in linking T&D to human capital metrics? These guide the focus on outcomes and processes.
Significance: By clarifying the evidence base, this study will inform HR practitioners and policymakers on best practices in workforce development. It will highlight how strategic T&D fosters a skilled, committed workforce – a core goal of HCM. Moreover, identifying research gaps will help academics prioritize future studies on training ROI, digital learning, and talent strategies.
Literature Review
Theoretical Frameworks

According to the Human Capital Theory (HCT), investing in training boosts productivity since employees' knowledge and skills are forms of capital. According to Becker (1964, 1993), education and training effectively "capitalize" human skills by increasing both individual earning potential and company productivity. HCT "emphasizes the benefits of investing in individuals’ skills, knowledge, and experience," according to Awu et al. (2025). According to this perspective, T&D should be viewed as a strategic business investment rather than an expense. Similar to this, the Resource-Based View (RBV) views training as generating firm-specific competencies. Good T&D develops "socially complicated" routines and abilities that are difficult for rivals to imitate. For instance, Gerhart & Feng (2021) point out that strategic HR systems, such as training, development, and performance management, contribute to the creation of rare, valuable, and unique resources (skills, dedication, and innovation) that produce long-term benefit. Additionally, Armstrong & Taylor (2023) and Dessler (2020) emphasize that performance and creativity are enhanced when staff development is in line with corporate objectives.
Another perspective is offered by Social Exchange Theory (SET). According to SET, employees show greater dedication and effort when their employers assist them (for example, by providing training or professional development opportunities). Building on SET in a hotel setting, Hosen et al. (2024) contend that providing T&D satisfies employees' socio-emotional needs, leading to increased performance and loyalty. According to this notion, training initiatives can improve dedication and trust, which in turn can improve performance. Training design is also supported by Adult Learning Theory (Andragogy) (Knowles, 1984), which highlights that adult learners are self-motivated, rely on experience, and seek out pertinent, problem-centered learning. This implies that training should be entertaining and practical for the best transfer, albeit it is not empirically supported here.
 
These theories collectively assert that, when properly planned and funded, training and development result in increased human capital—more competent, motivated, and engaged workers—which should improve organizational outcomes.
Empirical Findings and Themes
Training and Employee Performance
T&D and performance are positively correlated, according to the majority of research. Igudia (2022) discovered "a very strong positive association between employee impression of training and organizational performance" in a survey of Nigerian businesses. In particular, increased productivity was linked to better training delivery and design. Similarly, work training greatly improved employee performance in an Indonesian company, according to Lukiyana and Frasasty (2025). They demonstrate how T&D, incentives, and education all improved performance, particularly in a supportive workplace. Aslam & Ratnayake (2021) discovered that hotel staff in Sri Lanka concurred that efficient T&D is essential to a high-performing company in the service sector.
 
These studies examine self-reported productivity or performance through surveys (see Table 1). Many discover that training enhances particular competencies, which result in higher productivity and quality. For example, Hosen et al. (2024) discovered that Bangladeshi hotel employees who got training and career development performed better on work performance criteria. Additionally, they point out that training increases confidence and job knowledge, both of which improve performance.
 

	Study (Author, Year)
	Method & Sample
	Key Findings

	Aslam & Ratnayake (2021)
	Survey; 63 hotel employees (Sri Lanka)
	Participants believe T&D is key to high organizational performance.

	Hosen et al. (2024)
	Survey; 362 hotel employees (Bangladesh)
	T&D and career development positively affect performance via increased commitment.

	Igudia (2022)
	Survey; 137 manufacturing workers (Nigeria)
	Training design, delivery, and perception all strongly link to higher employee productivity.

	Lukiyana & Frasasty (2025)
	Survey; 125 industrial workers (Indonesia)
	Job training has a positive, significant effect on performance, especially with supportive environment.


Training and Employee Engagement/Retention
T&D affects non-financial results as well. Numerous studies connect training to retention and engagement. For instance, Hosen et al. (2024) demonstrate that training increases hotel employees' organizational commitment, which is in line with SET predictions. Employees that are dedicated to their work are more inclined to go "above and beyond." In a similar vein, a research conducted in Bangladesh by Akther & Tariq (2020) discovered that good training greatly boosts staff retention in the banking industry. They see that skilled workers develop their abilities and self-assurance, feel appreciated by their company, and are consequently less likely to quit. Meta-analyses generally indicate that training is an essential component of retention strategies: training can lower turnover by providing career progression and filling skills shortages (Akther & Tariq, 2020; Bharadwaj, 2023).
 
Training and employee engagement are closely related. Although there is not much direct empirical data, high-commitment HR strategies that increase engagement frequently include training. According to Gerhart & Feng (2021), companies with well-thought-out HRM systems—which include ongoing development—see an increase in employee engagement and civic participation. This suggests that, in addition to abilities, T&D shows that the business values its employees, which psychologically inspires them.
Types of Training and Delivery

Different types of training (on-the-job, off-site courses, e-learning, mentoring) are distinguished in the literature. Digital and remote training has received a lot of attention lately, particularly in the wake of COVID. Although there are not many specific research, overall reviews point out that well-designed online learning can increase abilities and productivity. eLearning platforms, for instance, enable real-time data and scalability. Nevertheless, little is known about the effectiveness of digital training and how it affects soft skills. The impact of virtual training on human capital in distributed teams should be the subject of future studies.
Evaluation and ROI of Training
Evaluating T&D efficacy is a recurring problem. Critics contend that traditional models, such as Phillips' ROI and Kirkpatrick's four stages (response, learning, behavior, and results), are either too limited or difficult to implement. These models are reviewed by Ambu-Saidi et al. (2024), who support hybrid evaluation strategies that integrate quantitative measurements with qualitative insights. They contend that a deeper comprehension of training transfer can be obtained through mixed-methods research designs. L&D measures (certification rates, skills evaluations, post-training performance) and financial proxies (productivity gains, decreased errors) are being monitored by organizations more and more. However, a lot of businesses continue to rely on learning checks and participant feedback. There is a disconnect between training expenditures and long-term human capital metrics like company value or innovation rates. In addition to identifying the need for more thorough ROI studies, our study will list any evaluation methods that have been experimentally confirmed.
Gaps in the Literature
Numerous gaps are suggested by the literature. First, longitudinal studies are uncommon; most empirical research uses cross-sectional surveys in specific situations. For instance, research on the integrated effects of T&D in underdeveloped nations is lacking, as noted by Hosen et al. (2024). Many studies do not look at several outcomes at once; instead, they concentrate on a single outcome (such as performance or satisfaction). More research is needed on the role of mediators (commitment, adequate skills) and contextual factors (industry, technology, culture).
 
Second, there is still a lack of research on digital/remote training and its particular difficulties (technology adoption, virtual engagement). Given the prevalence of remote work, it is vital to comprehend the efficacy of virtual training. Third, Ambu-Saidi et al. (2024) draw attention to the lack of research on measures and ROI for T&D in SMEs and non-Western settings. Lastly, even if fundamental ideas like HCT and SET are mentioned, few investigations specifically include these frameworks into their theories. The objective of this review is to identify gaps in theoretical integration and empirical data while synthesizing across themes.
Theoretical Framework for This Study
In light of the aforementioned, the conceptual framework shown in Figure 1 will serve as the study's guide: Through the mechanisms of HCT and SET, training and development programs (inputs) increase psychological capital (commitment, engagement) and human capital (skills, knowledge). According to RBV, increased human capital then results in better performance, innovation, retention, and competitive advantage. This paradigm will direct the discovery of mediating/moderating factors and aid in the interpretation of data from the literature.
 

Methodology

We shall use a qualitative secondary research methodology, namely a critical literature review. This method works well for combining many scholarly sources to address the research problems without gathering primary data.
 

Research philosophy:  The research will be interpretivist, recognizing that knowledge is socially formed through empirical contexts and intellectual discussions.
Approach: An inductive approach will allow themes and theory to emerge from the literature. Simultaneously, a deductive element will test the relevance of known theories (HCT, RBV, SET) against the findings.
Strategy: We will use databases like Scopus, Web of Science, Google Scholar, and ProQuest to perform a methodical literature search. Combinations of "employee training," "training and development," "human capital," "HR development," "learning and development," "employee performance," "training effectiveness," and other terms will be used as keywords. The user-provided references (29 sources) will be specifically mentioned. We will look for further sources, particularly publications published between 2020 and 2026.
Inclusion/Exclusion Criteria:  Add credible industry reports, conference papers, and peer-reviewed journal articles in English that discuss training and T&D in connection to HR outcomes. Prioritize research conducted between 2020 and 2026 for the most recent insights, and concentrate on studies conducted after 2015. Articles from outside the domain (such as general education or associated disciplines) and non-English, non-scholarly sources should be excluded.
 Quality appraisal:  The methodological rigor (e.g., sample size, analytic approach) and topic relevance of the sources will be evaluated. The influence and peer-review status of journals will be taken into account.
Data extraction and synthesis: Summary tables will be created using important data (authors, year, context, techniques, sample, findings). Content will be categorized thematically under topics such as "training measures," "engagement and retention," and "performance outcomes." We will find inconsistencies and holes. Findings and theory will be integrated in a narrative synthesis that highlights similarities and differences.
 Methodological rigor: We will openly disclose search keywords, databases, and the selection method (similar to a PRISMA approach) in accordance with recommendations for literature reviews. We will guarantee source traceability, however as this is a suggestion, a complete PRISMA flow diagram is not necessary.
Ethical considerations: No human subjects are involved, so formal ethics approval is not needed. We will properly credit all sources to avoid plagiarism. Any author bias in interpreting literature will be mitigated by triangulating across multiple studies and acknowledging differing viewpoints.
Expected Findings
It is anticipated that the review would verify that employee development and training have a favorable impact on human capital outcomes. Strong proof that well-structured training improves performance, productivity, and skills is what we expect to find. High training-performance increases have already been suggested by studies like Igudia (2022) and Lukiyana (2025). Additionally, we anticipate that training improves engagement and retention through psychological variables. For instance, SET-based research demonstrates that investing in employees' development (training and career development) increases commitment, which in turn improves performance. Training initiatives so probably enhance both concrete results and intangible assets like loyalty.
 
Furthermore, we anticipate the importance of modern topics like skills-gap alignment and digital learning. Although there are still issues with quality and accessibility, recent data suggests that e-learning systems can effectively deliver training. We anticipate gaps in ROI as well: the literature analysis should highlight the need for improved indicators that connect T&D expenditure to financial results. We anticipate highlighting the lack of agreement on assessing training impact completely because Ambu-Saidi et al. (2024) argue that present evaluation approaches are fragmented.
 
All things considered, the results will probably bolster the claim that strategic T&D is a crucial component of HCM. A synthesized framework demonstrating the alignment of theoretical constructs (HCT, RBV, and SET) with empirical findings should be produced by the review. Contradictory results may also be found (e.g., some research may discover weak correlations or only short-term benefits). These disparities will be identified as areas that require more research.
 Limitations

One of the disadvantages of this study is that it relies on published literature, which may be subject to publication bias (positive findings are more likely to be published). When feasible, we shall look for dissertations and grey literature to lessen this, although time constraints may prevent us from doing so. The variability of the research may further limit the review; synthesis may be difficult due to varying contexts, measurements, and quality. We are unable to capture organizational subtleties beyond what writers provide since we concentrate on secondary data. Lastly, while though the 2015–2026 period covers recent research, it may overlook important earlier works. Nevertheless, we shall cite important classics (Becker 1964; Barney 1991) in context.
Timeframe 
The research will proceed in roughly three phases over 3–4 months. 
Conclusion
To sum up, this proposal lays out a thorough strategy for analyzing the ways in which employee development and training support human capital management. The literature review will provide light on the ways in which T&D affects performance, engagement, and retention by combining theory (HCT, RBV, SET) with current empirical data (from various industries and regions). The identification of current best practices and measurement techniques, as well as the identification of areas with less study (such as digital training and ROI techniques), are important results. The ultimate objective is to give managers practical insights: well-crafted training initiatives that are in line with strategic objectives can be effective tools for developing a knowledgeable, dedicated staff. Thus, this research will improve knowledge of T&D as a key element of successful HCM.
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