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1. CHAPTER 1:  INTRODUCTION
Firms face fierce competition and a changing technical and economic environment. Globalization and shifting client desires have hampered businesses. Firms must train and develop their workers to tackle these challenges.
According to A. Niazi, (2011) firms must handle training demands related to globalisation, national viewpoints, and a diverse workforce. Training has a substantial impact on organisational effectiveness by equipping employees with the right aptitudes, knowledge, and abilities to do their jobs. Increased training costs also boost production. Dynamic environments force corporations to maintain market supremacy. This requires improving staff skills, knowledge, and attitudes. The most common method is training and improvement.
The purpose of training and development, as stated by Armstrong and N. Haustein (2011), is to help an organisation meet its future human resource needs by boosting the performance of its current staff members and attracting and retaining talented new members of its workforce.
How changes in training affect productivity on the job is the subject of this investigation. Development is planning for the future, whereas training entails the use of formal and informal methods to impart knowledge and help people acquire the abilities they need to carry out their responsibilities. ir employment, whereas development entails looking ahead and making plans for it.

1.1. AIM OF THE STUDY
The research is aiming investigate the importance of training and how this can influence employee performance and after all the business.

1.2. RESEARCH OBJECTIVES
· Investigation on training importance
· Effects of training on employee performance
· Key barriers of training effectiveness. Analysis
· Actionable training strategies to improve employee performance.

1.3. RESEARCH QUESTIONS
· What is the importance of training over the employee performance?
· How training and development impact the employee performance in Five Guys company?


2. CHAPTER 2: LITERATURE REVIEW
2.1. INTRODUCTION
Most businesses base decisions on employee performance reviews when it comes to salary, promotions, transfers, layoffs, and other personnel actions. Establishing measurable and specific performance goals for each employee is a crucial part of the performance review process, as is providing regular informal and/or formal feedback on how well employees are meeting those goals. However, in more recent times, a less rigid approach has emerged, with feedback and mentoring given higher priority than a cumbersome paper trail (M.Asbari, 2021).
2.2. Investigation on training importance
Companies that invest in their employees by providing opportunities for internal training are making a long-term bet on their success. Employees that take advantage of internal training opportunities benefit from increased productivity because they acquire new skills, remain current with industry developments, and build relationships with their peers. As a result of internal training, businesses are able to establish a foundation upon which to build, establish goals, and give innovative approaches. Employees gain from in-house training since they are able to be more productive after receiving the appropriate resources (S.Meier, 2018). Leaders in the company's own ranks, such as managers or human resources professionals, might serve as instructors for internal training programmes. Therefore, employees continue to show loyalty and dedication to their own and the company's growth.



2.3. Effects of training on employee performance
Employee tasks refers to how an employee fulfils their obligations, completes assigned tasks, and behaves themselves in the workplace. Job quality, quantity, and productivity are all performance measures. When executives observe employee performance, they may build an impression of how the organisation operates. This not only emphasises what organisations are doing to improve their current operations, but also guides their future growth goals (D.Rama Niati, 2021).
Focusing on employee performance, on the other hand, generates benefits outside of the organisation. It assists individuals in realising their full potential while improving overall performance, which may have a positive influence on morale and job quality. Finally, and most importantly, clients may be dissatisfied if employees underperform. As a result, the organisation may suffer from poor performance and fail to meet its goals.
Training improves organisational effectiveness by producing knowledgeable and skilled employees (Ballesteros, 2012). Training improves the firm's human capital and organisational knowledge, both of which provide a competitive advantage. Training may not impact the performance directly, but indirectly through enhancing employee performance and other organisational results. Few articles have experimentally explored whether training affects performance through other factors. Ahmad and Schroeder's study is one (2003). Job-related skills training and cross-training affect operations effectiveness indirectly through organisational commitment. Work atmosphere influences the link between training and unit performance, according to Gelade and Ivery (2003). Faems  (2005) demonstrate that productivity mediates the relationship between training and performance.
2.4. Key barriers of training effectiveness
Staff members usually care more about completing the project or programme than contributing to the company as a whole. Staff members devote their time and energy to completing the projects and programmes they have been assigned.
Leadership growth significantly affects the education of an organisation. Promoting and educating people in the communication, change management, and support skills needed to promote organisational learning is essential. Inadequate leadership training results in ineffective management and unproductive teams during times of change. If a manager or supervisor is not taking part in the new strategy or activity they are overseeing, employees are more likely to desert them. If organisational learning isn't a top priority, it will fail.
2.5. Actionable training strategies to improve employee performance

Human resource management (HRM) plays a significant role in achieving corporate goals via efforts to improve employee performance. Management may use training and development as a roadmap to boost worker productivity, and an assessment is necessary to determine where each worker is in terms of contributing to the achievement of company goals. All of a company's efforts are focused on satisfying consumers, which is the company's primary goal. This paper provides a theoretical framework for researching training and development in firms as Five Guys, by examining hypotheses concerning training and development links and performance. Using historical data, we can see that when used in accordance with the training, development, and performance principles, training and development have a positive impact on improving both individual and organisational performance.
Evaluation of the company's and its workers' efficacy, efficiency, and performance relies heavily on training. According to N. Tamba (2020), training has the following benefits:
· First, encouraging a more positive outlook, more loyalty, and greater collaboration to increase output and improve efficiency.
· Second, cutting down on the time spent studying so that workers can fulfil performance standards.
· Assist in the improvement and growth of employee character traits
· Complete the necessary steps in HR planning. Every company's training programme has one overarching objective: enhancing the professional capabilities of each participant so that they may better serve the company and its employees.


CHAPTER 3: METHODOLOGY
3.1. Introduction
This chapter focuses on research methods used to investigate the importance of training over employee performance. All research methods implemented are used to structure the nature of investigation and help the researcher to analyse all primary data gathered within Five Guys company.  Furthermore, in order to build a strong methodological structure, there will be used the Saunders research onion model. The research onion is a framework for building many research strategies in accordance with the aims of the investigation. The research onion was created by the authors of "Research Method for Business Students" (Saunders et al, 2007). The model has several stacked layers, much like an onion.
       
Fig.1: Research onion
Source: Author

3.2. RESEARCH PHILOSOPHY
According to the interpretivism research paradigm, understanding social reality requires bringing together the many individuals' subjective interpretations of past events and present situations (ontology) (epistemology). The interpretivism philosophy of research will guide this study since it will combine qualitative and quantitative methods.
3.3. RESEARCH PARADIGM AND RESEARCH APPROACH
The research paradigm is the intellectual foundation around which someone study is built. It gives researcher a foundational set of concepts and principles around which to build your study. A research paradigm includes an ontology, epistemology, and a set of methodologies (J.Abbadia,2022).
The research paradigm will use a set of methodologies with a mixed method approach.

3.4. RESEARCH METHODOLOGY AND SAMPLING METHODS 
The methodology will focus on finding the result of the study by conducting primary research with a mix of qualitative and quantitative approach as interviews and surveys. at both research methods leaders and team workers. These two parties will create a great contrast over the research bringing two sides of the story. 

3.5.  RESEARCH DESIGN 
A mix between qualitative (2-4 interviews from leaders and from team workers within Five Guys company) and quantitative (online surveys) research.

3.6. DATA ANALYSIS
The researcher conducting the focus groups will analyse the data they collected using continuous comparison so that they may look at both within-group and between-group saturation.
People in the age range of 20 to 50 who fit the profile of being either leaders or team players will make up the bulk of the sample.
3.7. ASUMPTIONS DELIMITATIONS AND LIMITATIONS
A mix of qualitative and quantitative research will help the researcher to overcome bias and remain objective to the study.
A limitation can be the number of interviews. The study needs many opinions in order to conclude to a larger scale to address it as a general matter.
Another limitation is the time management which needs to be very well put in place.

3.8. TIMELINE
To make sure that all process of research is well put in place and will meet the time dates there will be used the Gantt Chart. 
[image: ]
Fig.2: Research Proposal Gantt Chart
Source: Author



4. 	CONCLUSION
By giving workers the attitudes, understanding, and abilities they need to succeed in their roles, training may have a profound effect on an organization's prosperity. Investing more money into training has been shown to enhance productivity. Companies have to constantly adapt to the ever-changing market. Improving workers' skills, knowledge, and mindset is essential. The most common tactic is training and development. Employee performance may be improved via training and development, which in turn helps an organisation meet its future human resource needs.
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